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INTRODUCTION 
In the last twenty-five years great strides have 
been made in medicine. The mortality rate of newborn in-
fants is at the lowest point in history. Tubercular and 
cancer patients previously considered beyond hope are being 
cured and returned to normal lives. The life expectancy of 
a person today is years longer when compared with someone 
born at the turn of the century. Yes, medicine is making 
great advances. But, are these advances creating a monster 
in that people are living longer lives? To some personnel 
managers and other executives of industry, a monster is truly 
being created. To others a monster, in the form of early 
deaths, is being eradicated. 
It is hoped that those who read this thesis will 
come away realizing that medical advances are not creating 
a monster, but rather eradicating one. 
The monster that some personnel directors and execu-
tive s have conjured up is the large number of old workers 
i.e. workers over 45 years of age. They believe that these 
older workers are a drain on our economy. They have seen 
their best years, these old men, and should be relegated to 
the human scr~p pile. It is too costly to hire them since 
they are the cause of rising rates for the various types of 
insurance. They slow down production. They are absent from 
work frequently. If these charges are true, then a monster is 
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being created. 
Today men in the prime of life are battling against 
these beliefs to show that they are equal to or superior to 
the younger co~workers. They are battling against a philo-
sophy that preaches men over forty"five years of age have 
attained the apex of usefulness; that one's usefulness curve 
that previously turned downward at about 65 years of age 
now is turning downward at 45 years of age. All too often 
no one will listen to them; won't give them the opportunity 
to prove themselves capable. This is the problem that older 
men are facing today; the growing limitations on their op~ 
portunities to work and prove themselves. 
· This problem is not to be taken lightly. True it 
is that it is the problem of the man over 45 years of age 
today. But what of tomorrow that inevitably comes. If we 
listen to these misinformed or misguided individuals who 
preach against hiring these so called tt old men" because of 
their sundry reasons, we might very well become a nation of 
welfare recipients. If men can't find employment then they 
will turn to welfare departments for aid and assistance. 
Today we have 48 million people in this country who have 
reached their 45th birthday. By 1975 this total will have in-
creased to 64 million people. With this increase in the older 
population and the growing resistance to hiring older workers, 
the problem assumes great importance to all of us over and 
under 45 years of age. 
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Although this problem exists very little has been 
done about it. True, states have made attempts to correct the 
situation by not allowing employers to ask questions relative 
to age etc. But the answer isn't quite so simple. To quote 
a trite but true expression "You can lead a horee to water, 
but you can't make him drink it''; the same may be said about 
our problem. You may forbid an employer from asking questions 
about age but you can't compel him to hire the balding, grey 
haired man. 
The only other real attempts to show the value of 
the older man has been accomplished by the United States De-
partment of Labor, by Temple University in conjunction with 
the Bureau of Employment Security and Mr. Conrad Miller 
Gilbert in his book, . "We Over Forty". Besides these efforts 
very little else has been accomplished. 
The purpose of this book is not to ask for legisla-
tion compelling employers to hire old workers. The purpose 
is to show the employers that most charges levelled at the 
older workers are nothing but "old wives fables" and that 
hiring older workers is nothing more than a good sound busi-
ness policy. 
There is only one way to convince employers of the 
truth of the qualities and desirabilities of older workers 
and that is to take the objections voiced against them and to 
investigate them. Thus we have the approach to the problem • . 
In the following chapters we will discuss some of 
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the char ges that are mo~t quoted by employers for their 
reluctance in hiring older worker~. We will take t hese 
charges, explain the accuracy or inaccuracy of them, and 
come to a conclusion a~ to their exactne~~. 
This the~is is restricted to a survey of manu~ 
facturing indus.tries. Although these same results may 
apply to services such as the teaching profession, it is 
well to note that it was not considered within the scope 
of this survey. 
10 
I. FACTS AND FIGURES 
1. CHANGES IN POPULATION GROUPS FROM 1900 to 1950 
In the year 1900 the United States boasted a popula-
tion of 76.1 million inhabitants . In the year 1950 the United 
State~ had a population of 151 .. 7 million or an increase of 
approximately 99 per cent companed to the turn of the century. 
What 1! the reason behind this tremendous increase 
in population? No one answer would be sufficient to explain 
it. Looking at Table 1 on the following page we see that 
from 1900 to 1930 this country experienced a growth of 47 
million people. Along with the natural increase in the birth 
rate we had medical advances which were reducing the death r ate 
of Americans. Then too, we were the country which had the 
streets of gold to so many Europeans. During this 30 year 
period we saw immigration amounting to approximately 650,000 
people per year which is approximately three times the annual 
rate which has been experienced since that time. 
Looking at Table 1, again we see that the 1930-1940 
decade showed an increasing number of people but at a decreas• 
ing rate when comp~red to the other periods. This we must 
assume was attributable to the depression years when people 
were limiting their offspring because of the great unemploy-
ment problems. 
With the coming of the decade of 1940-1950 we see 
an increasing number of 'population at an increasing percent-
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TABLE I. 
u. s. Population Increase From 1900 to 1950 - And Net 
Deca«e Change in NUmber• and Fercent 
Year Total Population Decade Increases {Millionsl · Numb~r Percent 
.. 
1900 16.1 
1910 92.4 16.3 21.0 
-
1920 106.5 14.1 __lb_.9 
193_0 12_.1.1 16~6 16.1 
1940 132.1 9.0 ~.2 
1950 151.7 19.6 14.5 
SOURCE: Based on information found in publication 
·of u. s. Department of Labor "Our Manpower 
Future 1955 ... 65". 1957 
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~ge rate. This was due in great part to World War II. The 
war, as always happens, caused more people to be employed 
and at incomes never before dreamed of due to overtime work 
which was necessitated by an all out war effort. People 
could afford to have children again. Then too, young people 
instead of waiting for a few years were stampeding to get 
marriage licenses. Unlike so many critics who claimed they 
were marrying to change their mill tary elassifica tiona fr.om 
lA to one of dependent status, I believe it was young love 
demanding an existence of its own whether it was short lived 
as a result of active service or not. The resultant birth 
rate of our co~ntry climbed to record highs reaching almost 
4 million about 1947• Since that time the numbers have been 
stead;ly increasing. 
We have thus·rar considered the overall increase 
in the total population of this country. Now let us look 
at the changes in the make-up of the 'population; let us see 
the changes reflected in the various age groups. 
Turning to Table 2 we see some interesting facts. 
Although our total population almost doubled between 1900 
and 1950 (76 millions to 151.7 millions) our population of 
people in the age bracket over 45 years more than tripled 
in those same years (13.5 millions to 43.1 millions). Now 
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let us take a certain segment of the "45 and over" grouping, 
specifically those over 65 yrs. This group from 1900 to 1950 
almost quadrupled itself and represents the largest percentage 
increase of.r all age groups shown. This particular fact 
TABLE II 
Total Fopulation Including Armed Forces Overseas 
(By Age Group) June 1900 and July 1950 
(lofllllons) 
Age 1900 1950 
Total, All ages 1_6 .• 0 151.7 
Under 14 24.6 38.6 
14 and Over 51.4 113.1 
14 to 19 9.2 12.8 
20 to 2ll 7 .1~ 11.6 
25 to 44 21.3 45.5 
45 and oTer 13.5 43.1 
45 to 54 6.4 17.4 
55 to 64 4.0 13.4 
65 and Over 3.1 12.3 
SOURCE: U.s. Department of Labor- Bureau of · Labor 
Statistics "Employment and Economic Status of 
Older Men and Women" Bulletin 1213 Dec •. 1956 
', f •• 0 ... , 
should be recalled when you reach the chapter on Pensions 
(Ch. 5) • 
Let us now look a t t hese various population groups 
projected through the year 1975 .. 
2. PROJECTED POPULATION GROUPS THROUGH 1975. 
Now that we have covered the change in total popu- . 
lation and relative change in t he various age groups, let u s 
project these figures through the year 1975. 
Looking at Table 3 we see that by the year 1975 
this count:ry will have a population of 221.5 millions of 
people if the projections are accepted as accurate. It is 
projected figures such @S these that have caused Planned 
Parenthood Associations to spring into being almost ove:r 
night throughout this country of ours. 
Wl t h this inc.rease in population we naturally ex-
pect an increase in the number of older people. What does 
the projected forecase of the various age groups foretell!! 
Let us turn to Table 4 and look at these projections through 
the year 1975. 
The population of the United States in 1955 totaled: 
165.2 millions, 47.6 millions of which represent persons 
over 45 years of age or 28.8% of the total populati~n. The 
projected population shows a total of 2:21~5 millions of people 
in the year 1975. Of this total 63 .8 millions represent 
those over 45 years of age or again a figure representing 
28.8% of the total population. 
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TABLE III 
u. s. Population 1955 Projected Population Through 
1975 Showing Net Decade Change in Numbers and Percent 
Year Total Population ~owth Over Decade 
{Millions) Number Percent 
l955 (Ac_tual) 165··.2 
' 
1965 
-
l90.3 2_5.1 15 
1975 221.5 31.2 16 
SOURCE: Adapted from information 8Upp11ed in publication 
of u. s. Department or L~bor - Bureau or Labor 
Sta'tistie·s ·"Employment and · Economic Status of 
Older Men and W men" Bulletin 1213 Dee. 1956 
Pg. 2 
16 
l 
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TABLE IV 
Total Population Including Armed Forces Overeeae 
(By Age Group) 1955 - Projected Through 1975 
.. 
Age Actual Projected 
1955 ·1960 1965 1975· . 
Total, all ages 165.2 117•8 190.3 221.5 
Under 14 ll6.1J 5_1.5 . 53.1 62.7 
. 14 and Over 118.8 126.) 131.2 158.8 
14 to 19 13.6 16.1 20.9 22.5 
. -" ~· 
. ·-
' 
· -· . 
20 to 24 
-
10.8 11.3 ·lJa5 19.J 
. 2.5 to 44 46.Q _M6.6 46.4 .53.2 
45 and Over 47.6 52.3 56.5 63.8 
4.5 to 54 18.9 20.9 22.1 23.3 
55 to 64 14.5 1.5.6 17.0 19.9 
6.5 and OVer 14.1 15.8 11a_h 20.7 
SOURCE: Ads,pted· from information supplied in publication 
.of U. s. Department of .. Labor - . ;-Bureau of Labor 
._St-ati:stics "Employment and ,.Economic Status· :of 
Older Men: and Women" Bulletin '1.213 Dee. 19.56 . Pg. 2 
11 
At first glance thi~ figure of 63.8 millions of 
people over45 years of age projected for the year 1975 
appearm to be a staggering number. If workers over 45 
years of age today are having trouble locating new positions 
won't there be a bigger problem 20 years from now when there 
i ~ an additional 33-1/3% added to this number? Looking to 
Table 5, which is based on Tables 2 and 4, we will see that 
although the numbers of people over 45 are ever increasing 
they are increasing at approximately the same percentage 
rate, that rate being 28-29% from 1950 to the year 1975 • 
In other words in the year 1950 there were 28 people over 
45 as compared to 72 people under 45 years. In the year 
1975 the projected percentages indicate this same ratio 
of 28 people over 45 compared to 72 people under 45 years. 
After some meditation we will realize that the 
older workers over 45 years of age will meet approximately 
the same problems in the year 1975 as their counterparts 
of today since the ratio of these older workers to the 
younger workers will remain about the same, that is 28 to 
72. If we can dispel some of the fallacies about older 
workers today then our older workers of tomorrow will find 
less resistance to their employment in the year 1975. 
One other factor which seems to have been for-
gotten is the fact that more and more people are entering 
industry at a later age. From various reports that we have 
all seen and heard at one time or another comes the fact 
that while in the year 1930 there were only about 1 million 
TABLE V 
Percent Distribution of the Total Population Including 
Armed Forces Overseas, June 1900 and July 1950 to 1975 
Actual Projected 
·1900 1950 1955 1960 1965 197.5 . 
Total , all ages 100.0 100.0 100.0 100.0 100.0 100.0 
Under 14 32•4 25.5 28.1 29.0 27.9 28 . 3 
14 and Over 67.6 74.5 71.9 71.0 72.1 71.7 
14 t o 19 12.0 8.4 8.2 9.1 11.0 10.2 
20 to 24 9.7 1.1 6.5 6.3 7.1 8.7 
25 t o 44 28.1 30.0 28.4 26.2 24-4 24 . 0 
45 and Over 17.8 28.4 28.8 29.4 29.6 28.8 
45 to 54 8.4 11.5 11.4 11.7 11.5 10.5 
55 to 64 5.3 8.8 8.8 8.8 9.0 9.0 
65 and Over 4.1 8.1 8.6 8.9 9.1 9.3 
SOURCE: Segment of Table 2 found in publication of the 
u. s. Department of Labor -Bureau of Labor Sta t is-
tics "Employment and. Economic· Status of Older Men 
and Women '' Bulletin 1213 Dec. 1956 Pg . 3 
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students in college, in the year 1955 there were approximately 
3 million8 attending schools of higher education. With industry 
becoming more complex and expected to become more so in the 
next few generations conservative estimates place college enroll-
ment about 5~-6 millions by the year 1975. 
This latter entry into industry by the youth of the 
nation will work towards alleviating some obstacles to the 
hiring of workers over 45 years of age • 
Now let us look specifically to those older workers 
who have reached the age of 65, since most of the following 
chapters deal with workers over 45 in the labor force. Gener -
ally speaking, most of those 65 or over are either retired or 
due to retire within two or three years at the most. 
3. ECONOMIC STATUS TODAY OF THOSE OVER 65 ~RS OF AGE 
In late December of 1956 people reading a Boston 
newspaper were suddenly startled to see a heading on a 3/4 
page editorial starting that, "Nearly 75~ OVer 65 Have Meager 
* or No Income" • 
At first glance one is tempted to believe that it 
is impossible. It couldn't happen in this day. But, if we 
think about it, we will realize some important facts. First 
of all, up until the last few years a large number of workers 
were not covered by O.A.S.I. (Social Security) Domestic 1-lorkers 
as well as members of the Armed Forces have only been recently 
covered by O.A.S.I. Today 90% of our working force is covered 
by O.A.S.I. or is eligible for coverage. Part of the remain-
*7 Pg. 15 
20 
ing 10% will never be covered since they are working under 
the Civil Service Retirement System. 
But what of these older people today many of whom 
were never or only for a short time covered by o.A.s.r.? 
What is the income of these older people now retired or at the 
age of retirement? Let us look to Chart 1 on the following 
page for this information. 
We see that 74~ of those over 65 have either no 
income or income at less than $1000.00. And we see that 
11% have an income of between $1000.00 and $2000.00. Appar-
ently 15% of them are to be considered fortunate since they 
have incomes of $2000.00 yearly or more. 
The 15% group who have incomes of $2000.00 or 
better could survive provlded they kept close watch on their 
budgets. But what about the other 85% with less than $2ooo.oo 
yearly income, 39% of them with po income at all. Their ex-
istence would, of necessity, be below normal standards, 
forcing these pe()ple into sub-standard. dwellings due to cur-
rent rents. 
And where does the money come from to give some of 
them these paltry amounts to survive on. One third of them 
are drawing Social Sec,mtty benefits while the re~t of them 
either work part time, draw from their small savings or 
receive Old Age Assistance from local authorities. 
What can we do for these unfortunates? To those 
on Social Security we can increase benefits. But what of 
the other two-thirds of these oldsters? We must give more 
21 
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CHART I 
ANNUAL INCOME OF POPULATION OVER 65 
15% $2000.00 OR MORE 
11% BETWEEN $1000.00 and $2000.00 
38% UNDER $1000.00 
. 
36% NO INCOME OF THEIR OWN 
SOURCE: ''Land of Plenty? Not for Old. Folks"'• 
The Boston Daily Globe - Dec. 27, 1956 
Page 15. 
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I 
help to them in the form of charitable gifts by additional 
Old Age Assistance Grants. Since they never will receive 
o.A.s.I. charity is the only answer. Some people will say 
that these people should have thought of their old age needs 
years ago. I agree with this concept completely. But we 
mu st remember that many people lost all their money in the 
Big Crash of '29' and the ensuing depression left few people 
with extra money for savings. 
Whatever the arguments pro or con, we all agree 
that we have a ~oral obligation, if not a legal one, to see 
to it that these old people may live the balance of their 
fears in a fashion higher than that of dire poverty. 
4• OLD PEOPLE AND THE FUIDRE. 
If we now review Tables 4 and 5 which we have pre-
viously discussed, we may note that in the year 1975 we will 
have 20.7 millions of people over 65 in this country and as 
time goea on this number will increase both in quantity and 
percentage relation tO other groups. Should these figures 
stagger us? 
For a long time now, this thought of an ever in-
creasing older population brought fears to everyone, in parti-
cular to our economists. 
This fearful thinking by our Economists has done 
23 
an about face as a result of a study made by John J. Corson, 
former director of the Bureau of o.A.s.I. and John W. McConnell 
of Cornell University for the Twentieth Century Fund. 
~. 
CHART II 
NUMBER OF PERSONS OVER 65 PER · 100 ID RKF.BS 
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Date.: Economic Nee de of Older People: The 
Twentieth Century Fund 
SOURCE: "Old People - Not the Problem You 
Think" - Business Week Feb. 4, 1956 
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Careful consideration of Charts II, III and IV will 
prove that our ageing population should prove to be no real 
problem in the years ahead. 
Let us look to Cbart II. This chart graphically 
depicts the fact that in the year 1975 we will have approximate-
ly 25 people over 65 years of age for every 100 workers. In 
the year 1890 there were only 6 people over 65 years for every 
100 workers. If we were to end our discussion here, we would 
have to admit that we were due for a catastrophe in the f u t ure 
years as a result of this heavily increasing burden of ol d 
people. But let us go and view Chart I II. 
Chart III shows this increase of people over 65 to a 
figure of 25 for every 100 workers in the year 1975. It also 
shows another fact which is most interesting. Whereas in the 
year 1890, 100 workers supported approximately 189 dependents. 
this number of dependents has been gradually decreasing over 
the years until in 1956 there were only 142 dependents for 
every 100 workers. &Tojecting these figures through the year 
1975 we see that in this year of the future 100 workers will 
b~ supporting a total of between 116 and 126 dependents. Com-
paring these figures with 1950 we see that this group of 100 
will be supporting about 6 to 10 more older people but the 
total dependents being supported will be down by anywhere from 
16 to 28 les.s dependents, giving us a total of be:bween 114 and 
126 dependents per . lOO workers. 
Now the next question presumably to be answered is: 
Why are the total number of dependents decreaaingT To answer 
CHART -III 
NUMBER OF DEPENDENTS PER 100 WORKERS 
225 ------------~------------------------
~al Dependent. 
150 ~-> 
. ;~ 
-............._ . 
. ~~ 
75 ------------------------------------
Data: The Twentieth Century Fund 
SOURCE.: _ "Old People - Not The Pro~lem you Think" 
Business Week - Feb. 4, 1956 Pg. 76 · 
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this let u~ quote from the etudy made by Corson & McConnell. 
"There are two reasons for this lightening load: (1) Family 
sizes are down and (2) more and more wives are working. Women 
are marrying earlier, bearing children earlier, and going back 
to work more frequently at about the age of 35. '!he National 
Manp01a1er Council found recently that of all married women, one 
f our th are in the labor force today; that o~ all working women, 
60% are married; and that of these married women working, half 
are more ~han 40 years old. The Twentieth Century Fund study 
f i nds that where there were 18 million working women in 1950, 
there will be 30 million in 1975". 
Thus it is that the old time large family and the 
wi.fe who stayed in the kitchen is a thing of the pa"st. This 
change in society, whether it is good in view of the delin-
quency rates of young children, is certainly helping to allay 
fears of the future regarding older workers and their effect 
on the economy as a whole. 
Chart IV says that as times goes on a smaller per -
·• 
centage of the Gross National Product will be needed ·to pay 
people over 65 $100.00 or $200.00 etc. The chart indicat es 
about 31\4 ~ to pay each of these people $100.00 a month at 
the age of 65. This chart is the result of the Corson-McConnell 
study indicating that the G.N.P. will have risen in 1980, 120% 
9ver the 1950 level whereas the 65 and over population will 
have ri~en between 39•40% in this same period from 1950-1980 •. 
Of course no one can guarantee that the government 
will do these things even if they can afford to, but I don't 
27 
CHART IV 
PERCENT OF G.N.P. TO SUPPORT THE AGED* 
9 
6 ---------------------------------------------
-
. 3 
0 -------------------------------------------------1950 1960 1970 1980 
* Percentage of Gross National Product 
Required to Provide All Persons Over 
65 with a Monthly Benefit Payment or 
$100.00 
Data : The '!'went 1 e th Cent ur:r Fund 
SOURCE: "Old People - Not the Problem You Think" 
Business Week Feb. 4, 1956 Pg. 76 
28 
believe that a guarantee is necessary because of. the following 
reasons. 
First of all, the unions throughout the count~y are 
deeply interested in its older workers as attested by "Ratio 
Clauses" "Vesting" privileges and fights fer pensions. These 
points will be discussed more fully in late~ cha.pte.rs. 
Secondly, by 1980 there will be an estimated 20 
million people over 65. Currently union blocs frequently 
swing both lihcal and national elections. In 1980 the old-
timers will have a strong bloc of the!~ own and I don•t be-
lieve they will have any great difficulty in getting legisla-
tion passed that is favo~able to them. 
Lest anyone might have lost themselves even slightly, 
in all the statistics that have been presented, let us briefly 
review what has been presented. 
The population of this country is constantly growing 
with the olde~ people (over 65) increasing at a greater per-
centage rate than other age groups. 
The older people of today generally speaking are in 
immediate need of added money income since most of them are not 
sufficiently well covered by O.A.s.I. if covered at all. 
Although the over 65 population of this country will 
inc~ease by about 30-40% by 1975, it is expected that the 
National income will more than double allowing us to retire 
these older people at say $200.00 monthly, costing us about 
6-7% of the Gross National Product which is well below the 
average necessary for like legislation in the year 1950. 
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If, in the succeeding chapters we disprove the 
fallacies regarding the cost, p~oblems etc. of hiring men over 
4.5, then these problems vrill have been solved for fut~e gen-
er~tions when they attain the age of 4.5 years since other things 
will be equal, to use a trite but acc~ate description. This 
equality lies in the fact that earlie~ in the chapter we 
showed that the ~atio of workers over 45 to those under 45 
was the same both in the year 1950 and the projected year of 
1975. 
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II. GROUP ACCIDENT AND HEALTH INSURA NCE 
1. DO OLDER WORKERS CAUSE THESE RATES TO INCREASE 
One of the questions asked in my questionnaire 
which was sent to 218 industrial plants throughout the 
country was: "What effect do older workers have on Group 
Accident and Health Insurance Coste?" 
FOrty-two (42) companies answered this question. 
The results were as follows: 
12 Effects Negligible 
25 No F..ffect 
2 Increased Costs 
3 (Comments) 
I believe that these fi gures are self explanatory 
and t o expound on them would prove to be unnecessary. However, 
I believe that some discussion is necessary regarding the 
three {3) companies who could not answe:e rny question by a 
simple check mark. This is not meant to be derrogatory but 
rather complimentary since they took time to make a comment 
feeling that a simple check mark was insuf ficient to answer 
a question such as this. 
The first company wrote as follows: Although I 
don't doubt your interest in the subject of older workers, 
I do believe that this question is like asking a child if 
he (or she) likes ice cream. The answer in both cases is 
obvious". 
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I must mention that on the other sections of the 
questionnaire relative to Absenteeism, Productivity, Quality 
etc. that further comments, all identical were made and they 
were "No compilation of data available". Now you might want 
to know why I would print such a comment hinting at senility 
on my part. I believe the comment is important. 
This remark by a Personnel Director of a firm 
points out the biggest obstacle that older workers have to 
overeome; and that obstacle is ignorance. Here we see an 
example of a person of authority admitting throughout the 
Ques t ionna i re that facts had not been et>mplled on these 
sundry other topics. Yet without •·. the weight of any facts 
he blindly lashes out at the older worker. 
At this point I must digress for purposes of 
clarification. The Questionnaire mentioned above is one 
that I sent to· 218 companies throughout the United 
States requesting pertinent data relative to my thesis 
topic. The companies selected were for the most part in 
the Electronic field of endeavor or allied fields. The 
companies queried had capital valuation of from lQO,OOO 
dollars to -1,000,000 dollars. Only on those companies whose 
Personnel Directors signed their names will I be able to 
specifically mention company names. 
The second company wrote as follows: "To our 
surprise when we checked our statistics there -were no com-. 
pilations by various age groups. A study by one of our 
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departments showed that workers over forty-five (45) years 
of age accounted for only 82% of costs as compared to work-
ers in the age group of twenty-six (26) years to forty 
(40) years". 
A point worthy of note here was that under this 
question a check mark had been placed beside "Increased 
Cost" pointing out that the Personnel Director had held the 
opinion that "older workers" did account for increased costs. 
To his credit, he investigated further to substantiate his 
opinion only to have him strike out the check mark and make 
the preceding statement. If only more people would sub-
stantiate their facts, more "facts" would become "old theories" 
and "old theories" would be confirmed as "facts". 
The third and last comment relative to our topic at 
hand was as follows: ''The youngsters of today aren't as 
rugged as their forebears". This comment .along with the fact 
that the rest of the Questionnaire indicated that the older 
man was superior in all respects, even to having no effect 
on Group Life Insurance forced me to exclude this Questionnaire 
from my computations. I decided to disregard it entirely. 
However, I realized that to disregard it would be to condone 
narrow mindedness and ignorance when it worked in favor of the 
older worker. People who are una ware of facts should not 
raise their voice in protest or defense of a principle unless 
they can substantiate it with facts. People who confuse fact 
with wishful thinking can negate the fruits of research whether 
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they be favorable or unfavorable to the point of i~sue. 
In view of the results of answers to the Quest-
ionnaires, I feel that one may see that older workers do not 
necessarily cause Group Accident and Health Insurance Rates 
to increase but rather may help to keep them down. Let us 
go on to the next section now, to see some other factors. 
2. WHY THE OLDER WORKERS MAY KEEP RATES DOWN - IMPORTANCE 
OF FAMILY SIZE AND AGE. 
To give an answer to the question of why older 
workers may keep Group Accident and Health Insurance rates 
down we should know something about the things that force 
rates up. 
The first thing to effect the rates is the acci-
dents of employees. Now accidents ~nd incurring costs are 
frequently paid for through Workm~n's Compensation; this 
we realize and make reference to it. However, those acci-
dents tha t cause a person to lose a limb or part of same 
or to lose an eye are covered by our insurance plan in ques" 
tion. Payments of up to several 'thousand dollars are fre-
quently involved. Accidents outside of employment are also 
paid for by this same policy. 
Now we must try to determine which group or employ-
ees are more accident prone, the younger or older workers. 
When we discover the answer I believe that it is a natural 
assumption to believe that accidents outside of work will 
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follow a similar pattern. If this is true then the age group 
experiencing the greatest number of disabling injuries will 
also experience this same percentage of injuries outside of 
work which must be paid for by the Group Accident and Health 
Insurance. 
Now let us look to some facts. Turning to the table 
on the next page we see that of the forty-seven (47) compan-
ies answering the Questionnaire, thirty-six (36) of them 
answered the Question relating to their records of disabling 
injuries by age groups. This table indicates that the older 
workers are safer at their jobs than the younger workers. 
Also they are presumably safer at home than the younger work-
ers, and it is the "at home" accidents that cause the Group 
Accident and Health Insurance to increase in one instance. 
Also, of the disabling accidents at work, how 
many of them might represent a lost limb which may be reim-
bursed, in a monetary way, by a payment from the Group Acci-
dent and Health Insurance. Now let us look for other facts 
to substantiate these facts from the queried companies. 
Let us look back to the year 1937 and see what a 
New York state Survey reported relative to accidents of work-
ers. I quote, "56 .8 per cent of accidents occurred among 
those workers who were under forty. The greatest number of 
accidents occurred to those workers between the ages of 
* twenty and twenty-four years". 
On the second page following we see a table based 
on the information supplied by the Bureau of Labor Statistics 
*2 P• 2.5 
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TABLE VI 
Compari•on of Different Age Groups Relative to 
Their Record of Disabling Injuries 
-
Age Groups Excellent Good 
' 
Fair Poor 
18-25 years 2 . 29 5 --
26-45 years 26 9 1 
--
46 and over 33 3 - --
SOURCE: Data Compiled from 36 of the Answering 47 
_.Companies Whi~h -Returned Questionnaires 
Sent Out By the Author. 
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TABLE VII 
INJURY AND ABSENTEE RATES IN MANUFACTURING INDUSTRIES 
BY AGE GROUPS 
AGE GROUPS DISABLING INJURifS ABSENTEE RATE 2 
FREQUENCY RATE 
Under 20 19.8 5.5 
20-44 10.2 3.9 
45-59 9.2 3.2 
60-74 7.8 3.1 
1. Per Million Hours Worked 
2. No. ot days lost per 100 Working Days 
SOURCE: Based on Table found in Publication of the 
u. s. Department of Labor Bureau of Labor 
Stati$tics "Monthly Labor Review July 1948" 
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showing that as workers get older their accident frequency 
drops steadily. 
The question now uppermost in most minds is; Do 
older workers keep the insurance rate down. I don't believe 
that anyone can say that with certainty. Although the older 
workers are less accident prone it is a medical fact that it 
takes them a longer convalescence to recover than a younger 
person. This longer convalescence cost frequently is nulli-
fied to a degree since most insurances do not have coverage 
~pplying to the first week of sickness etc. 
Now that we have looked at the results of accidents 
and have seen that the older workers are less accident prone, 
let us look to another phase of insurance coste. 
Let us look to a younger worker. Let us assume 
he is a male worker twenty-seven (27) years of age. How is 
his life pattern to be for the nexttwenty (20) years of life. 
Although no one will predict his future, we may all conjecture 
about it. His life will follow a pattern somewhat as follows: 
He will marry and have three ~bildren. They will 
grow up having passed through the stages of the various 
childrens diseases at the least. Possibly one out of the 
five in the family will have an appendectomy. Possibly the 
wife, like so many of the younger generation, may have to 
have a Hysterectomy performed. 
Now let us look at this family again. It appears 
to be average. No attempt has been made to make it look 
anything other than average. But what will this average 
family cost the insurance companiee over thie period of 
poesibly twenty years. 
Let us take the wife. She has delivered three 
children into this world. This ie a wonderful experience 
but facing facts it is costing the insurance companie8 
money. Assuming that two children are born naturally and 
that one is delivered by Caesarian Section, the payments 
made by the insurance company alone to the doctors amount 
to three hundred (300) dollars for the three (3) deliveries. 
Now what of the hospital bills. The amount that 
the insurance companies will have to pay will be in the vi-
cinity of four hundred and fifty (450) dollars. 
Now with three children what expenses will be in-
curred that the insurance companies will reimburse. All the 
childhood diseases of the three children combined may pos-
sibly add up to some figure such as one hundred and fifty 
(150) dollars. I know that all of us are acquainted with 
families whose children are forever getting injured such as 
breaking arms and legs. However, they are the exception I 
believe and to include them here would change the status of 
the family we are discussing here from that of average to 
that of the exceptional family. 
As the mother gets older she is told that a hyster-
ectomy has become necessary. · Again this is tragt~. not only 
from the mothers point of view, but also from the insurance 
company's view point. The insurance company will pay t he 
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doctor alone in ,the amount of two hundred and twenty-five 
(225} eollar8. To the hospital the insurance comp~ny will 
pay approximately two hundred and fifty (250) dollars for 
Room and Board and other expenses. 
Now let us look at the father of the family. He 
is a typical worker, with the average amount of days out of 
work, sick year in and year out. But suddenly, he is taken 
to the hospital for an appendectomy operation. Again the 
insurance companies must step in and pay; not only the hos-
pital and doctor bills but also the employee for approximately 
four weeks that he is recuperating and unable to work. What 
will these individual bills add up to? This total bill will 
add up to approximately five hundred and fifty (550) dollars. 
The insurance will pay $150.00 for the doctor's services, 
about $250.00 for Room and Board and other expenses and about 
$150.00 to the employee while he is unable to work. 
What will this young fellow cost the insurance 
companies for this twenty (20) years period as he begins to 
attain that age of "older" workers? By adding all these 
bills together we see that the total bill that has been paid 
out of insurance funds amounts to a munificent sum of $1925.00. 
Naturally you will want to go back and check these 
figures and illnesses. On examining them again you will real-
ize that the illnesses etc. as outlined were certainly average 
or less. And, of course, the total bill of nearly two thousand 
dollars paid out was much higher than we had expected. It 
certainly was higher than I had expected. I should mention 
that the costs allowed to doctors and hospitals for services 
rendered were based on a policy issued by Aetna Life Insurance 
Company of Hartford, Connecticut which also carried a five 
thousand dollar ($5000.00) death policy. The charge was four 
dollars and seventy cents ($4.70) a month. Assuming every-
thing stays static including hospital and doctors fees, the 
worker in question would have paid premiums of eleven hundred 
and twenty-eight (1128) dollars over this twenty year period 
while collecting nineteen hundred and twenty-five dollars 
($1925 .oo). 
Now let us look at one of the older employees. 
His age is fifty (50) years, married and three (3) children, 
two (2) of whom~ are married and one (1) who is in the Armed 
Forces. 
What will his expenses to an insurance company 
amount to? Will it amount to an astronomical figure of 
$1925.00 over the next fifteen (15) or twenty {20) years 
before retirement? I doubt it and I believe that you will 
have to agree also. Of course, you or I could give cases 
of older workers who were taken seriously ill and on whom 
the insurance companies paid out several thousand dollars. 
However, in this discussion we are talking about average 
workers throughout and not the exceptional cases that all 
of us, at one time or another, have heard about. At a 
hiring age of fifty (50) years there isn't too much chance 
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of insurance companies paying maternity expenses. Nor will 
they be called upon to pay expenses incurred by the children 
since they are no longer classified as dependents. 
"Higher costs for older workers might be expe.cted 
in group accident and health insurance; age obviously has a 
relationship to the incidence of illness. Yet insurance 
companies do not calculate group accident and health pre-
miums on age distribution within the group, perhaps because 
studies of manufacturing industries show little variation in 
absenteeism because of illness. Though duration of absence 
for illness tends to be longer for older workers, absence for 
other reasons is significantly less. Other offsets are the 
lower cost for benefits to dependents (older workers have 
fewer) and, for women workers, the elimination of a maternity 
* hazard". 
In summation, I would like to point out that no 
attempt has been made to show that older workers as a rule 
keep down the costs of group accident and health insurance, 
but rather may tend to keep the costs down. Certainly, I 
beli~ve, the chapter has shown . to a sufficient degree that 
anyone who points an accusing finger at older workers, 
claiming they are the reason for high premiums on group 
• 
accident and health insurance, is guilty of narrow minded-
ness or even worse is ignorant of facts; and ignorance cannot 
and should not be ~~lerated when it may do irreparable harm 
to our older workers and to the country. 
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III. WORKMEN'S COMPENSATION 
An explanation of Workmen's Compensation may seem 
out of place in this work, since its purpose is to inves t i-
gate charges leveled at the older worker. However, an under-
standing of the background of this law and its current work-
i ngs seem necessary. From conversation with several fri ends 
and acquaintances it is apparent that most people, with the 
exception of some personnel managers, know little about t his 
law except that it does exist and it does protect worker s in 
s ome method. Statistical facts alone without an understanding 
will soon be forgotten and charges that older men cause these 
cost s to increase will not be easily refuted. Since this work 
is not intended for personnel managers alone but rather for 
everyone's reading so that all may be better equipped t ore-
fute false charges against older workers, it is felt that this 
treatise is both worthwhile and necessary. 
1. BRIEF HISTORY OF \VORKMEN' S COMPENSATION 
In early days the employer and employee had a very 
close relationship frequently living under the same roof. 
Should a worker get hurt he was cared for by his fr i end, the 
employer. 
In the mid 18th century mechanization of industry 
began with the advent of the steam engine, water wheel, cotton 
gin etc. Companies now were formed overnight since the Corpor-
ate Act freed individuals from obtaining government permission 
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before forming a company. The close association of employer 
and employee fast became a thing of the past. 
With business becoming more formal, the employees 
needed protection and help if they should be injured while 
working for the company. As a result of this need a law was 
passed to protect an injured employee and it was called the 
Employer's Liability Act. 
This law that protected the employee was weak. In 
the case of an accident, the injured workman had to prove n·eg ... 
ligenc~ on the part of an employer. 'rhe employer under this 
act, could claim three defenses as follows: 1. Assumpti on 
of Risk - whereby employer maintained that the employee knew 
the working conditions that he was to work under. 2. Act of 
Fellow Servant - whereby the employer maintained that he could 
not be held responsible for the actions of a fellow worker. 
3. Contributory Negligence - whereby the employer claimed that 
he should not be held liable for negligence of the injured 
employee. 
Of course the employer had to meet certain require-
ments such as providing as safe a place as possible with 
proper tools and instruction and to forewarn all new employees 
of any hazards that existed. 
It is obvious that with a law like this, the employee 
would have to hire a lawyer and frequently lose the case before 
a jury because of the defenses open to the employer. As a re-
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sult, ,very few workers were awarded damages and if this was 
done it was a long time after the accident before they col-
lected the money. In the meantime a number of charity cases 
arose. 
In 1868 England adopted a Workmen's Compensation 
Act to supercede the Employer's Liability Acts, and based on 
England's law as a model, the United States set in motion 
the way to the adoption of similar legislation in this coun-
try . It was not, however, until the turn of the 2oth centUPy 
that any real attempt was made to pass a Vlorkmen's Compensation 
Act in this country. 
In 1902 Maryland passed a. law which was later declared 
void . In 1911 Wisconsin adopted the firRt Workmen's Compensa-
tion Act followed by Massachusetts in 1912. In 1949 Mississippi 
became the last state to adopt the Act. 
In the interim from 1902 to 1949 there were several 
legal battles about the Act's constitutionality. The last 
time the Act was declared unconstitutional was in Ne¥1 York 
in 1911, Ives vs . South Buffalo Railway Company. 
As a result of the legal battles even today some of 
the laws are compulsory and some states have elective laws. 
In a state where the employer may elect the act, and doesn't, 
an injured employee may sue and the employer is not allowed to 
use as a defense the defenses previously mentioned viz . Act of 
Fellow Servant, Assumption of Risk or Contributory Negligence. 
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The administration of the Act is the duty of a court 
or a commission. In Hassachusetts a commission - Industrial 
Accident Board administers the law and their decrees are 
final. 
Today one standard form is used for the Act with a 
State Endorsement atta·ched showing the variations of the dif-
ferent sta tea. 
The Workmen'~ Compensation Act cover~ those who are 
injured as a result of' a.n accident ari~ing "out of and in the 
course of employment". Some states cover industrial diseases 
such as dermatitis , silicosoe ~tc . However, all ate. tes vary 
on disease coverages. 
One further point to be mentioned is that all working 
people are not covered by this Act. Some are covered by 
other laws such as The Longshoremen's Act etc. Others are 
not now covered by any act at all, but gradually are being 
brought under the Workmen's Compensation Act. 
2. COST ANALYSIS - AGE ~WT A FACTOR 
In the last f'ew pages we have discussed the history 
of Workmen's Compensation. Nowhere did you see age mentioned. 
The purpose of' the act was to compensate workers for in-
juries received during employment. The cost of maintaining 
the Workmen's Compensation Act is based upon accident histor-
ies of various ty~ jobs and industries. Let us look to the 
f'ollowing page exhibiting a simple problem showing how a pre-
mium is determined by an insurance company covering a company 
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LEATHCO HANUFACTURING COMPANY 
PRODUCT -Manufactures leather slitting machines 
EHPLOYEES - 14 TotPJ.l 
10 - Build Machines 
4 - Office Workers 
MANUAL NO. JOB 
3.558 Build Machines 
8810 Office Work 
COST: 
600 X .70 :a 420.00 
160 X .11 
-
17.60 
-
10.00 
ANNUAL mmm1 $44 7 .6o 
ANNUAL PAYROLL RATE PER 
$100.00 
PAYROLL 
$60,000.00 $ . 70 
16,ooo.oo . 11 
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under the Workmen's Compensation Act. 
Thi s problem is a bit over simpli~ied since it is 
not the purpose o~ this work to instruct people in the intric-
acies of writing a Workmen's Compensation policy. As you 
notice, the employees are grouped as to occupation and the 
annual payroll per each. By referring to a Rate Manual, that 
the underwriter uses as his reference, a number is assigned 
a s well as the dollar rate per $100.00 of payroll for the 
specific group. Multiplying the payroll (notice that it is 
expressed as number of $100.00 of payroll since rate is per 
$100.00) times the rate in the various classi~ications gives 
the annual premium to be paid by the company for protection. 
When a policy is written for less than $500.00 there is a 
standard charge of $10.00 added to the premium. 
From further observation you will notice two differ-
ent rates: $ .70 per $100. 00 of payroll of men building the 
machines as against $ .11 per $100.00 of payroll of the office 
workers. This breakdown is necessary since the office workers 
are in very small danger of accidents serious or otherwise 
when compared to those who build the machines. The smaller 
t he risk of injury then the smaller the rate. 
Thus we all note that age has nothing to do with the 
premiums paid for this coverage but rather the accident ex-
perience, type of work etc. The more dangerous the job, the 
more accidents and the higher premium. The only way older 
workers may contribute to these high premiums is if they are 
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responsible for more accidents than the younger men. 
3 • ACCIDENT FREQUENCY OF DIFF'ERENT AGE GROUPS 
In the last paragraph of the preceding section we 
came to the conclusion that accident · experience effected 
the rates as well as the type of work (such as explosives , 
acids e tc.) but age did not effect it in any apparent way. 
If, however, the older worker was involved in more accidents 
than the younger workers then the accident experience rise 
would give rise to an increase in the premium paid for Work-
men's Compensation coverage. 
A brief review of Chapter II will show us that young 
men are more involved in accidents than are the older men. 
By reference to Table VII in the chapter we will note that 
for the age group under 20 years of age their frequency rate 
was 19.8 disabling injuries per million hours worked. This 
rate drops steadily down until it hits its lowest peak at 
7.8 disabling injuries per million hours worked and this 
lowest peak represented workers 60-74 years of age. On the 
basis of th~ Table which was compiled by the Bureau of Labor 
Statistics, one could easily do an about face and make the 
statement that young men cause compensation ~emiums to in-
crease. However, the purpose of this work, and this chapter 
in particular, is to refute the charge often made that "older 
men cause increases in workmen's compensation rates". 
In order to further corroborate the fact the compensa-
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tion rates are not affected by age, let us quote the late 
Mr. Senior, who at the time was General Manager of the 
Compensation Insurance Rating Board of the state of New York, 
the function of which was to make rates for all insurance 
companies selling compensation insurance within the state of 
New York. In his testimony before the New York State Lesig-
lative Committee, he declared, "I might say definitely that 
the question of age :. does not enter as a factor in compensa-
tion rates at all. · We recognize a great many factors, but 
we do not take cognizance of age". * 
4• A LOOK AT THE "HIGH-RATE" INDUSTRIES 
A look at those industries that pay high insurance 
premiums will further disprove the wilful charge aimed at 
older workers. If all of us consider various industries 
we could all rate them as to comparative safety. If one was 
asked to rate workers in: hotels, public transportation 
{bus drivers), tree pruning service, and logging timber, we 
would, in most cases, rate them as they appear from least 
dangerous to most dangerous occupational Obviously, a hotel 
clerk is in a relatively safe occupation while a logger in a 
river is exposed to continual danger. Not one of these occu-
pations is restricted to yo~ men although by nature tree 
pruning and logging appear to be for young men. 
Again we see that age doesn't enter into the rates 
but rather is the rate effected by the nature of the job. 
-:1-2 pg. 22 
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By coincidence, the two most dangerous jobs listed above seem 
to be for young men only further showing that high rates aren't 
the result of aged people working at that occupation. 
Lest anyone might feel that an attempt has been made 
to prove that young men definitely increase rates on Work-
men's Compensation Insurance, the below li8t showing occupa-
tions considered hazardous by insuring companies employ both 
young and old men alike. 
OCCUPATIONS CONSIDERED HAZARDOUS WITH CORRESPONDING 
HIGH INSURANCE RATES 
Explosives 
Bridge Construction 
Road Construction 
Operation of Oil and Gas Wells 
Quarrying 
Police 
Firemen 
In summary, it is hoped that by understanding the 
history and general procedures of Workmen's Compensation Insur-
ance, every one will be ~ble to refute the claim that older 
men add to its cost and besides refuting it be able to show 
generally speaking how the rates are set and why age is not 
considered in the making of rates. 
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IV. GROUP LIFE INSURANCE 
1. AS PECTS OF GROUP LIFE I NSURANCE 
The first thing most of us think of when we ~ peak 
of life insurance is individual insurance. We all recall 
the insurance salesman who pleads with u~ to buy insuranc e 
now s ince it will cost us a great deal more in 5 or 10 
years. On individual life insurance a man of 30 years of 
age may buy $4,000.00 of renewable term insurance for a pre -
mium of $2.28 per month; a man of 40 would pay $3.48 per 
month; and a man of 50 would pay $6.32 per month. We have 
all been exposed to such figures before, I am quite sure. 
But when we speak of group life insurance we speak of jus t 
that; insurance on a group of people viz. workers. 
The reason for discussing some of the aspects of 
group life insurance was dictated by the results I received 
in my questionnaire sent to industr , which questionnaire I 
previously mentioned. 
Of the 47 companies which answered my questionnaire 
40 oi' them answered the question relative to group life insur-
ance. Eighteen of them said that as a result of hiring older 
workers costs increased; sixteen of them said that the increas-
ed costs were negligible while six of them stated that there 
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was no effect on costs. As a result of this divergence of 
answers I feel compelled to explain some of the aspect s of 
this insurance. 
On the -:.following page you will aee a table that 
shows the effect of years of service on the amount of group 
lif e inst~ance one is covered by. 
The first c omrnentary to be made is that only 146 
or approximately one-half of the 300 plana studied extended 
life insurance protection to those who had retired. Because 
of union awareness of the problems of retired workers, this 
percentage is expected to increase gradually in the next few 
years. 
Of the 146 plans that extend coverage, 119 or about 
80~ of them do no consider service when the amount of insur-
ance is in question. Thi s is important since a lowering of 
insurance benefits because of service would tend to fre eze 
older workers in a company rather than allow them to move 
from one company to another. Older workers especially con~ 
aider their dependents and a move to a company with lot-Ter 
life insurance protecti on because of service requirements 
could not be considered. Thllf', not only older workers but 
also companies might suffer somewhat because of this freezing 
of workers at certain companies. 
On the 2nd~ pa-g.e· . fo-llp·~g t-Te gee a table showing that 
of the 146 plans that extend life ins1~ance coverage to the 
retired employee, all but 2 of them are for the duration of 
53 
TABLE VIII 
EFFECT OF LENGTH OF SERVICE ON AMOUNT OF 
LIFE INSURANCE PROVIDED RETIRED WORKERS! 
PROVI'SI ONS 
All plan~ extending life 
insurance to retired 
workers ----------------
Amount not effected by 
service ----------------
Graduated by Service 
(2 or more graduations) 
Smaller amount if service 
less than specified period 
Other --------------~----
PLANS 
119 
4 
9 
\~RKERS 
(000 1 s) 
3,108 
2,097 
872 
12 
127 
1. Based on study of 300 health and insurance plans 
under collective bargaining covering approximately 
5 million workers. 
SOl~CE: u. s. Department .of Labor - Bureau of Labor 
Statistics "Older \.Jorkers Under Collective 
Bargaining" - Bulletin No. 1199-2 Oct. 1956 Pg. 11 
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TABLE IX 
LENGTH OF TIME BENEFITS AVAILABLE TO RETIRED 
1 WORKffiS UNDER INSURANCE PLANS 
BENEFITS AVAILABLE 
All plans extending bene~its 
to retired workers 
For duration of retirement 
For speci~ied period 
LIFE INSURANCE 
PLANS WORKERS 
(000 1 s) 
146 1~108 
144 3,079 
2 29 
1. Based on ~ study o~ 300 health and insurance plans 
under collective bargaining covering approximately 
5 million workers. 
SOURCE: u.s. Dept. o~ Labor - Buraau o~ Labor Statistic!IJ 
"Older toJ'orkers Under Collective Bargaining". 
Bull~tin No. 1199-2 October 1956 pg. 11 
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his retirement. It is companies such as the 144 mentioned 
here that contribute t '.~ great deal towards alleviating the 
burden of the public in caring for older people. It is 
not too many years ago that we all remember the the n common-
place expression "Potters Field", which was a city burial 
ground for those who had no insurance ontthemselves. It was 
here that people, who died penniless , were lain to rest i n 
a simple pine box at the expense of the city. 
Now the next question to be asked presumably, is 
"Who pays for the cost of this insurance"'? By looking at 
the following page we will see who pays for thi s 
insurance. This table shows that of the 146 plans 113 plans 
do not require contributions by the retired employee. In 
16 plans he shares the cost with the employer while in 7 
(about 5% of total) the retired employee pays for the insur-
ance in full. Thus we see that in 80% of the plans the re-
tired worker contributes noth!ng for the insurance. This 
i s fine while it lasts but a trend may be noted i n the 16 
plan s 1-1her eby the company and active employee pays for the 
retired workers insurance. As you recall .i.in the first 
chapter, people are living longer lives. If this longe-
vity trend continues its upward movement, I am sur e that 
com~ ni es will require and r equest aid from the active em~ 
ployees . It will undoub:hedly be a ; point of bargaining, but 
a few cents weekly towards a guaranteed cost free insurance 
after retirement seems to be well worth while and not to be 
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TABLE X 
METHOD OF FINANCING BENEFITS FOR RETIRED WORKERS 
UNDER INSURKNCE PLANS l 
METHOD OF FINANCING BENEFITS LIFE INSURA NCE 
PLANS I \vORKBRS (000 1 s) 
All plans extending benefit!! 
to retired workere 146 3,108 
Employer only 97 2,295 
Employer and Retired Worker 16 128 
Employer and Active Worker 16 495 
Retired Worker Only 7 94 
Other 10 96 
1. Based on a study of 300 health and insurance plans 
under collective bargaining ~overing approximately 
5 million workere. 
SOURCE: u. s. Department of Labor - Bureau of Labor 
Statistics "Older Workers Under Collective . 
Bargaining" Bulletin No. 1199-2 Oct. 1956 Pg. 12 
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fought against too strongly by the unions. If the companies 
can assume this added cost, they should. However, if it 
proves burdensome, it would be well wor th it to every employee 
to contribute towards this retirement insurance. 
One of the last important questions to be answered 
is "Do the insurance benefits remain the same or do they de-
crease gradually"? If the answer to this question is that 
t hey decrease after retirement, then our discussion of the 
preceding paragraph would be f allacious and would indicate 
that comp,nies could and should, on moral princ iples a lone , 
pay for this retirement insurance. 
Now ·what is the practice cur.P.ently? Of the 146 
plans that we have mentioned in these last pages, 117 of 
them had decreasing insurance clauses in them. For purposes 
of clarity let us take a specific plan vi z . American Stand-
ards insurance plan for salaried personnel. This plan .··· 
calls for a 20~ reduction in dollar coverage the first day 
of July following your 65th birthday with a corresponding 
decrease in the workers premiums. Every July thereafter it 
is reduced by an equal dollar amount until the balance amounts 
to 25% of the dollar amount that was in force on the worker's 
65th birthday.or $1.250.00 whichever is greater~ 
If the worker should retire when he reaches 65, 
this decrease would still go into effect but all premium con-
tributions would be made by the company. 
In summary we might point out the typical features 
of a group insurance plan, viz. that it. 
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1. Is not effected by years of service of an employee 
2. Covers the worker throughout his retirement 
3. Does not require premium contribution from a 
retired worker and finally 
4• Decreases in dollar amount over a period of a few 
years until some predetermined value is reached. 
2. COST OF GROUP LIFE INSURANCE 
To clarify any problems that might arise in the 
following few pages let me say that when we discuss cost as 
such we will be considering the cost of the insurance with 
no consideration as to what percentage the employer and the 
employee contribute. 
The table on the following page which was created 
-)f. 
from information supplied by one of the insurance companies 
is worthwhile of our consideration. 
As you will observe the cost of term group life in-
surance has come down over the years to its present low cost. 
~ere are several factors that account for this. One of the 
reasons is that actuarial departments are more efficient; 
then too competition has helped depress costa. Again with 
better accounting procedures established and the advent of 
IBM systems, further cost reductions were possible. Finally, 
as one 1 s life expectancy increased rates could be decreased. 
One thing more that sh:ori:ld be pointed out is that 
these rates were based on ''Standard Groups". These groups 
represent those workers who are not considered as working in 
hazardous type industries. A mechanical assembler in a light 
*22 
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TABLE XI 
MONTHLY PREMIUMS PER $1000.00 TERM GROUP LIFE INSURANCE 
BY AGE GROUPS FOR STANDARD GROUPS 1911 - 1953 
YEAR 
1911 
1921 
1953 
20 
.94 
.)4l.; 
.37 
AGE AND RATES 1 
30 40 50 
1.05 1.,27 1.81 
.59 .72 1.26 
.L~8 .72 1.28 
1. Lower Rates obtainable if more than $75,000. 
Insurance policy is written. 
60 
3.33 
2.69 
2.59 
~---------------------------L 
SOURCE: Compiled from information supplied by 
Equitable Life Assurance Society of the 
United States. 
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indu~try such as electronics is in a safer job than some 
coal miner or some wood logger who is frequently in danger 
of death from log j~~s on a river. On these hazardous 
types of jobs, a premium is paid for very obvious reasons, 
since one's life in these industries is frequently iri 
jeopardy. 
As safety devices etc. cot!,le into existence and 
are used by industry, these hazardous industries pay small-
er premiums. Thus companies manufacturing acids and the 
like pay lower premiums than they did 20 years ago since 
now more and more operation~ are handled by mechanical 
equipment. Also safety devices which warn of excessive 1 
fumes (poisonous, flammable etc.) create safer working 
conditions. 
3. EFFECT OF OLDER tvORKERS ON COST 
Now that we have discussed group life insurance 
and the cost relationship between today and 40 years ago, 
let us explore the charges leveled at the older worker 
in regards to cost of ~oup insurance. 
On the following table we have set up a simple 
explanation ef how insurance companies figure the rates 
and total premiums to charge various companies. This is 
an over simplified breakdown of a small company. 
If we look at the table as it stands we see 
that the average rate ~r $1000.00 term life insurance 
is $1.03. What effect will be had if we now hire another 
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TABLE XII 
COMPUTATION OF AVERAGE RATE PER $1000. 
TERM GROUP LIFE INSURANCE 
AGE NO. OF WORKERS INSURANCE COST FER $1000 PREMIUM 
20 10 10,000 
-3 7 3.70 
30 18 18,000 .48 8. 64 
40 24 24,000 .72 17.28 
50 . 15 15,000 1.28 19.20 
60 6 6,000 2.59 15.54 
TOTALS 73 73 ,000 64.36 
Plus .15 per 1000 of Insurance - Not to 
exceed $11.25 10.92 
TOTAL PREMIUM FER $1000. TERM ------ $75.31 
Total Premium 
= Ave. Rate = $1.03 Total Volume 
: 
man aged 60 to begin work? The result is a new rate which 
will be $1.05. Of course if this company employed about 
750 people the extra cost per person could not be easily 
ascertained unless the cost was estimated in decimals. 
Now ,for further comparison let us hire another 
employee age 30 years. How vdll this change the rate? 
The new rate would be $1.04. Of course the insurance 
companies wouldn't continually change rates since the 
accounting cost wo11ld be prohibitive t o do such a thing. 
The insurance companies set net-J rates a t a m:i nimum ·of 
every year . At this time they take into consideration 
the number of employees, their age etc . The rate arrived 
at is for the new insurance year. 
As we have seen in a small company of 70-75 
employees, there is an effect in the insurance rate with 
the hiring of one man either young or old. Of course 
with a company of several hundred the addition of one or 
so old or young employees will have but an infinitesimal 
effect. During the war, with the youth of the country 
going into the service, older men and retired workers 
were being put on the payroll. This sudden influx of 
older workers pushed the rates up since there was no 
corresponding influx of young workers to balance off the 
rate. However , since war time emergencies are not the 
r ule, a blanket accusation against older workers for 
increasing insurance rates should not be tolerated. 
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In 1954 the Secretary of Labor r,appointed a De-
partmental Committee on the Older Worker to review various 
facts about this group. Congress authorized funds in 1956 
and the committee set about to gather pertinent data. In 
concluding this chapter I will quote from this study since 
in essence it sums up what has been said and goes a bit 
further ih clarification. 
"'It is true that group life insurance rates Hill 
be effected by changes in the age composition of the covered 
group. The cost, however, will increase only when the average 
age of the group increases. Under normal condition~ the 
steady flow of new entrants into the group, coupled with the 
outflow of the aged and impaired workers, will tend to pro-
duce a fairly stable average age. The addition of an indi-
vidual employee over 45 will likely be balanced by the re-
tirement of a ~uperannuated employee or the hiring of a 
younger one. 
Even on an individual basis, the age differential 
for group term life insurance is surprisingly small. Esti-
mates made for this study indicate a gross difference of 
about two cents per hour between ages 35 and 55, for $3500. 
coverage, before corporate income tax. Tax deductions and 
dividend credits would probably reduce the net differential 
to one cent per hour or less". 
* 17 pg. 21 
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V. PENSIONS 
1. DO OLDER MEN ADD TO ITS COST? 
The answer to the question of whether or not older 
men add to the costs of pensions is usually a resounding Yes! 
Older men do add to the costs of pensions. 
I believe that all of us are sufficiently well 
versed in mathematics to realize that it will cost a company 
a great deal more money to retire a 10 year man as it will to 
retire a 30 year man with the same pension allowance. This 
is evident since a company would have only ten (10) years 
time to store up a reserve equal to that of a man with thirty 
(30} years of service. Yes, we must agree that it would be 
more expensive to hire the older worker in this case and 
retire hLm at the same pension rights as those who have been 
with the company for thirty {30) years. But, the crux of the 
situation is this; who expects the company to give the same 
pensions rights to all employees upon retirement regardless 
of their tenure of service? In answer I don't believe any 
reasonable person would expect this equality of pension 
rights. I believe that everyone would agree that a man who 
is pensioned is only entitled to some percentage of a maxi-
m~~ when compared to a co-worker who has spent two or three 
times as many years in the employ of the company. 
Now how many companies in the United States have 
pension plans such as sketched above? I presume there are 
a few companies that do have such a plan although I would be 
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unable to name them if asked to do !Oe 
Most pension plans today are closely associated 
with the number of years service or earnings and !ervice of 
an employee. The "!earnings factortt is more in demand today 
as a basis for pension right!. Look to the table on the folw 
lowing page. This factor basically is as follows~ The em-
ployer takes 'the best five (5) or ten (10) year period of the 
employee and with a predetermined percentage usually 1% per 
year times average monthly salary and applies it to this fig-
ure to arrive ·. at a monthly pension in dollar!. Now why is 
this important? Let us look to a discussion of an executive 
of a large corporation of which we quote: "'One thing that 
has not been mentioned so far, at least, is the problem of 
inflation. I think our greatest enemy, to management and 
labor alike, in this whole matter of providing adequate pen-
sions is the problem of inflation---a rise of 2% a year in 
prices would cut the purchasing power of pensions 45% in 
thirty years---in this past year alone (1952) food prices 
have gone up over 10~-r tried the same kind of arithmetic on 
a 10% rise per year in prices. In fiYe years a hundred dol-
lar pension would be worth $65.00". * 
Looking at these facts it is evident why worker! 
want pensions tied to earnings. A man of 30 years of age in 
1958 would be happy, he believes, to retire at say $200.00 
monthly in the year 1993. But realizing the effects of ine 
flation he would prefer to have a percentage of say his best 
* 3 pg. 55 
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TABLE ·xrii 
RETIREMENT FOR AGE 
AVERAGE MONTHLY EARNINGS 
Years of Continuous 
Service 
15 
20 
25 
30 
35 
40 
$250 $300 $400 $500 $600 
Calculated monthly pensions shown 
below in parenthesis. The other 
figures indicate minimum pension 
amounts 
110 110 110 110 110 
120 12) 120 120 (120) 
130 130 130 130 (150) 
140 140 140 (150) (180) 
140 140 (140) {175) (210) 
140 140 (160) (200) (240) 
From these amounts we maKe Social Security deductions 
of $85 .oo 
SOURCE: Booklet on "Non Contributory Pension Plan" 
published by American Standard. 
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five years which will give him a pension at that time more 
realistic for the times. Some protection against inflation 
is what the future pensioner desires. Now~en a company has 
a pension plan tied to years of service why are they reluc-
tant to hire the older worker? ~Vhy do they constantly refer 
to the high cost of pensions. Certainly with this type of 
pension plan it costs no more to hire a fifty year old work-
er than it would to hire a thirty year old worker. 
The answer to this question may be found in the 
research work done by the Bureau of Employment Security. One 
of the reasons enhanced is: ''To permit older new employees 
to waive pension rights, or to earn less than "adequate't 
rights, would create an unfavorable public impression. The 
employer (it is said) would be criticized for turning the 
older employee out at retirement without adequate subsistence 
* income or with none". To answer this charge, the Bureau of 
Employment Security had the following to say: 
"First, most full-time older workers have now 
earned O.A.s.t.# benefits which will protect them from real 
destitution if they can continue in covered employment• The 
employer has already contributed to the applicant's protec-
tion indirectly by payroll contributions to O.A.s.r. 
Second, the community responsibility appropriate 
for the employer to feel is that of affording the qualified 
older appl.lcan*- the opportuni.:by ttemaintain his O.A.s.r. 
-:to 17 pg~ 4 
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earnings and his status as a productive citizen. I~ sup-
plementary" bene~its can be provided under the private pen-
eion plan, so much the better. Such an employee will be 
better off than the three-fourths who are not covered by 
* private pension plane at all". 
Thus we see by close introspection that although 
employers frequently cite the higher costs of pensions if 
they hire older workers, the real problem is deeper than 
that. They frequently are afraid of public opinion and cite 
false facts as to why they won't hire older employees. 
Should we blame these employers for their actions? 
Yes, blame should be placed squarely on their shoulders if 
only the problem of pensions prevents them from hiring these 
older workers. What these companies must do is explain their 
position to older prospective employees. I am certain they 
will understand and be more than willing to accept employ-
ment with only a small pension:·· awaiting them. 
Another action- needs to be taken by the employer. 
They must inform the public of the reasons for these low 
pensions, in the case of older workers who have but a few 
years to their credit before retirement. Public Opinion 
is something to be considered. It is important to a plant's 
life. Since all of us have seen unions and companies use 
the local newspapers to explain their side of the story rela-
tive to strikes etc., certainly a good personnel director 
or advertising man could sell the idea to the community to 
such an .extent that they would not only tolerate this com~ 
* 17 pg. 4 
pany but rather would be appreciative of the help extended 
to the older workers. 
An independent committee of 19 distinguished pension 
and insurance experts, at the request of the Department of 
Labor, exploded the alibis of those who objected to hiring 
older people. 
"When he hires an older worker, the employer is sel-
dom expected to pile up as large a pension for him in five or 
ten years as would be accumulated for a younger man over a 
period of 25 to 35 years. The employer makes the same contri-
butions for both--eo many cents per hour on per dollar earned. 
The older man, of course, gets a smaller eupplemen-
tary pension when he retires. But that is far better than 
being barred from employment and getting no income at all. 
"Pension costs" the committee flatly stated, ought no longer 
to be considered a real obstacle to the employment of older 
* workers''. 
Thus far we have overcome objections to hiring wor" 
kers in late years due to increased pension : costs. But, 
there are still a few other objections based on cost of an 
indirect type. The most important one which we will discuss 
is the so~called savings obtained by the high turnover of 
young employees who are covered by pension plans. 
The arguments are direct and we will try to refute 
them to every ones satisfaction. 
It seems that some companies believe that they make 
*5 pg. 5 
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a savings l-Then a. young worker, who has been accunrula ting pen-
sion rights, leaves the employ of the company. In a manner 
of speaking there is a saving. This money is now "extran and 
may be applied to the pension fund to reduce company payments. 
Since most companies claim pension fund payments as a deduc-
tion, they must apply it to the pension fund. If this l-ras all 
there was to the problem, we would have to agree that with the 
rapid turnover of young employees and their pension rights 
go i ng i nto the general pension fund, the company would be in 
a position of obtaining these savings and would have a justi-
fiable cause for preferring younger workers to older ones. 
But there are other circumstances. 
What happens to a company when an employee leaves? 
When business is steady a replacement must be hired. This 
frequently calls for recruitment, orientation and training 
of a new employee. These services cost the company money 
and will frequently balance off the so-called savings 
realized when a young employee in a pension plan leaves. 
Then too, i t is not too unusual for .a company to pay an em-
ployment agency anywhere from six hundred tb one thousand 
dollars for their locating of a potential employee who i~ 
subsequently put on the payroll~ Keeping these facts in 
mind it appears that companies who believe that they are 
saving money when a young man under a pension plan leaves, 
is possibly blind to facts. In reality, this turnover and 
resultant hiring costs may negative entirely these "savings". 
Also, if vesting prltvileges are held by employees, 
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there can be no savings possible. The term "vesting" will 
be explained more thoroughly in the next section. 
2. VESTED INTERESTS OF El'<IFLOYEES A POSSIBLE SOLUTION 
"Vesting" may be defined as the equity a worker 
receives in a pension plan and which he holds regardle~s 
of whether or not he continues employment with the same 
employer until pensioning. 
Sometimes this vesting is compared to o.A.S.I. 
whereby a person obtains equity in his Social Security 
Retirement Fund and never loses it no matter how many 
employers he might work for throughout his working career. 
Vesting is a matter of making pensions portable. 
The result of vestfng is obvious. 
An industry that has vesting privileges will not, 
or rather cannot, refuse to hire older workers on the basis 
of higher costs of pensions for older workers. The cost 
to such an employer will be no more for this man of 55 years 
than for one of its 30 year old workers. Portable pension 
plans will break down just about all the barriers previously 
set up. This seems to be the possible solution to a very 
cogent problem. But is this vesting privilege feasible? 
Can it encompass various industries or must it be restricted 
to specific industries or locales? 
That the plan is feasible is attested to by the 
fact that several companies now have this vesting privilege 
contained in their union contracts. 
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"Among the unions which have negotiated vesting 
provisions during the past 2 or 3 years are the United Steel 
Workers of America, United Automobile, Aircraft and Agri-
cultural Implement Workers of America, International Union 
of Electrical, Radio and Machine Workers and the United 
Rubber, Cork, Linoleum and Plastic Workers of America". 
More and more union negotiations are bringing 
forth requests and demands for this vesting policy. As they 
receive these privileges, I believe that you will see that 
the "Ratio Clauses'" will become a thing of the past having 
served its useful purpose. These ratio clauses are predomin-
antly found in such trades as carpenters, brick layers, 
painters, electricians etc. and their purpose was to get 
guarantees from employees that every fourth or fifth man 
had to be at least 50 or 55 years of a ge. These t rades found 
them ·necessary since their men moved from job to job and 
seniorruty could not be considered. To protect the older work-
ere, unions. insis.tett on these Ratio Clauses in the i r c ontracts 
Now to the question of whether or not these vesting 
privileges may go beyond the bounds of geographical locations 
or restricted industries. 
Although the problem i s stated simply, I believe 
that at this time there is no one answer to it. Corporation 
lawyers and union lawyers even now, are studying all the 
ramifications. However, something must be said here. 
The biggest objection to all owing this privilege 
* 13 pg. 21 
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to go through all industry is the cost. O.A.S.I, encompasses 
all industries and now most other occupations. Centralized 
agencies operate this big undertaking. A similar operation 
would have to be set up to control this vesting privilege. 
The companies claim the coat will be prohibitive. Whether 
that is true, I won't venture to answer. However, back in 
1900 a 40 hour week was scoffed at and two yeeks paid ·vaca-
tions were only desires. I believe that when union and 
management work together sometimes the impossible may become 
actuality. 
Then too, if some large centralized fund is set up, 
the companies fear that the government will usurp some con-
trol on it. I believe that it will and should happen. After 
the recent activities of some union leaders in "borrowing" 
from union funds, some third party control should be exer-
cised in management of it. 
Also, some companies will have to come up the 
scale to reach an acceptable pension plan. Others with real 
fine pension plans will save some money by this vesting 
· privileges and the establishing of a centralized agency for 
controlling the fund. As a result those companies that held 
preferred positions in industry by their liberal pensions 
will now lose some of the attractiveness that lured employ-
ees to their door. 
Another effect that may come about is that these 
older workers who originally stayed with companies until re-
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tirement because of pension~, will now be free to move from 
one to another. However, I feel that with or without this 
privilege, the older woekers will still prove that their 
percentage of moves is still low and will remain relatively 
so. 
Back in 1953 before the word "vesting" was well 
known as it applied to pensions and when pensions were, shall 
we say, infants, the following article was published which in-
dicates now, and should have then, the utter confusion about 
Pensions. 
"When pension plans first began spreading through 
mass-production industries in 1949, a lot of observers were 
wary of the effects they would have on the mobility of older 
workers. They thought pensions would make it too costly to 
hire workers over 40 and 45 and expected many employers to 
set strict maximum limits on the age of new employees. 
After four r~ears of pensions, they seem to have 
been right. The prospect of pensions may be a blessing for 
young workers but it has become a big obstacle to older 
workers looking for new jobs". That 's the conclusion of a 
survey made recently by Northwestern Mutual Life Insurance 
Company. 
BORNE OUT- It's an old story that once a worker 
passes 40, his chances of relocating are greatly reduced. 
But pensions have made the problem even more difficult. 
The trouble is that it costs companies around four times 
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as much on the average in pension contributions for a man 
they hire at the age of 50 as for a 2.5 year old, assuming 
* each will retire at 6.5 with the same benefitsn. 
The big fallacy of this article lies in the fact 
that they believed companies would retire all employees at 
the same pensions regardless of years of service. It was a 
fallacy then and it is a fallacy now. No reasonable person 
expects equal pension benefits for people with 8 years ser-
vice compared to someone with 30 years employment by same 
employer. 
Now let us go on to a section dealing with the 
problem of retirement. 
3. FORCED OR VOLUNTARY RETIREMENT 
Forced or Voluntary Retirement at first glance 
appears to present no major problems. "Leave it up to the 
worker" might be one 1 s comment. But we must look further 
into the subject. 
How do the worker's themselves feel about retire-
ment being forced on them. I decided to ask Mr. George Lin-
coln his feelings on the subject. George had very definite 
ideas on the topic at hand. You see., he had worked for one 
company for twenty-nine and one-half years. He had to retire 
at the age of 6.5 years. After eight days of retirement he cast 
his eye about for another job. Within three days he was back 
to work again working for an Electronics firm outside of Bos:ton .. 
What caused George to come out of retirement so quickly? He 
* 10 pg. 178 
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had two reasons: 
George's first reason was inactivity. After a few 
days at home he got restless. He admitted that he had not 
prepared himself for retirement and as a result he soon found 
himself becoming nervous. Things that didn't bother him be-
fore, suddenly assumed gigantic proportions. He felt that 
if he was to retain his own sanity and allow his wife the 
privilege of doing the same, he must go back to work. 
The second reason advanced for coming out of re -
tirement was financial. As he admitted although he stayed 
in retirement for less than two weeks he felt that his re-
tirement income would be insufficient to sustain his needs. 
His income from all sources was as follows: 
$ 
$ 
162~00 
64.00 
10.00 
236.00 
O.A.S.I. (Man & Wife) 
Pension 
Interest on Savings 
Total Monthly Income 
Although this sum seems to be very sufficient , I 
should mention that he has worked as a tool and die maken for 
the past several years and his monthly income amounted to 
approximately $475.00. 
Some of you will say that he should have been able 
to live on his $236.00 monthly income in retirement. Person-
ally I believe that he could manage on this amount by cut-
ting corners on some of his luxury spending. However, I 
didn't wish to argue the point with him since he was gracious 
enough to divulge his financial status to me. 
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Other fact~ should be mentioned here. Upon his 
retirement from the firm in Waltham, they gave him facts on 
his absences and tardiness. · These are the exact facts. He 
was absent from work 16~ days and late 24 times. I believe 
that this must establish some sort of record since he was 
employed there for 29~ years. 
Further questioning about these 16~ day~ absence 
brought the following answer: ni was sick at one period for 
eight days spending a few of them in the hospital. I was 
out for eight more days, in total, on account of death in 
the family. I guess I goofed off for the other half day, 
I'm not sure." 
George is now a Model l1aker which is just above or 
just below the grade of tool and die maker depending upon 
which occupation is doing the talking. His foreman rates 
him high in quality and dependability. As to speed 'he says 
that the years have slowed him down somewhat but that overall 
he is an excellent worker. Other facts negative his slow-
ing down. 
Now why did the Waltham plant force George to 
retire at the age of 65 years. He was and still is a 
quality worker. The answer is simple. Their policy was to 
retire everyone when they reached their 65th birthday. What 
compels a company to enforce such a rigid policy? Let us 
look to a few possible reasons. 
One reason seems to be that companies realize 
that some workers never get around to retiring. They will 
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work till the day they die. In the meantime, they slow 
down gradually getting to the point of little or no pro-
duction. Others may get irritated by this realizing t hey 
may have to carry his share of the load. 
Then too, younger workers seeing these older work-
ers staying year after year realize that promotion will be 
stifled until someone dies. Thus several promising workers 
may leave for companies where promotions are more avai l able 
because of fixed retirements. 
Special jobs may have to be created for the super -
annuated employees who can no longer perform their tasks. 
There are several other reasons we will realize if we think 
about it a bit. But let us go on. 
Some will say why have voluntary or fixed r e tire-
ment ages. Let us set up a program of selective retirement 
whereby after 65 years of a ge the company, and possibly the 
union in joint action, will decide whether certain peDpl e 
must retire now or be allowed to go on in employment . 
This policy also will have its drawbacks. What 
happens when you decide to retire 68 year old Joe who i s 
becoming physically feeble. Joe will look around and see 
71 year old Frank who is still working. Joe will resent it. 
He will realize that Frank is 3 calendar years older and not 
realizing that time has been good to Frank and that he is 
younger physically speaking. The result may be that Joe 
will fight back. He may stir up the employees and hurt 
morale. 
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Also, certain objective facts as a basis of re-
tirement, must be set up. But what will they be? We would 
all know the signs, I believe, when we found them, but they 
would vary from worker to worker and certain combinations 
may be considered cause for retirement while others would 
not be. Exactly what norms would be used? Tne answer, if 
one exists, would be exceedingly difficult to find. 
Looking back to Chapter I we see that the number 
of older l..rorkers is increasing. Every year more people will 
be pensioned off. Also we realize that the average life ex.-
pectancy grows steadily as more and more diseases are con-
quered. The possible results could be staggering. More 
people being pensioned and living longer to collect more 
funds from the pension plans. It could be disastrous, al-
though I will leave the compilation of statistics to stat i s-
tical departments. 
Now after novering several aspects of pensions, 
what recommendations can be made. 
I believe that companies have an obligation to older 
employees to educate tham in preparation to retiring. I hesi-
tate to outline any plan since no one plan would serve all of 
industry. However, introducing them to new hobbies whereby 
they could stay active in intere~t at least after retirement 
may be a help. Guidance in budgeting their total income 
after retirement would certainly help. I believe that these 
steps, if applied, may make men like 1'1r. George Lincoln look 
forward to a retirement in leisure and pleasure rather than 
so 
boredom and a reeling of financial insecurity. 
As to the age of retirement, I feel that the 
retirement age should be qualified allowing workers to 
retire at 65 by choice and forcing retirement at a later 
age of possibly 68 or 70 years. 
I believe this will eventually become necessary, 
since to repeat, people are living longer lives. Decreasing 
the years of retirement will decrease costs of pensions. 
Let me quote from a study made by the Bureau of Einployment 
Security "that later retirement will reduce pension costs 
is obvious because it will shorten the average period over 
which benefits will be paid. One writer observes that "an 
increase in the . normal retirement age from 65 to 66, with no 
increase in benefits, is generally assumed to reduce the 
overall cost of a typical plan by about 8 per cent. A nor-
mal retirement age of 67 is . assumed to cost approximately 
* 15 per cent less than one of 65"---
I will close this chapter now realizing that I 
have no ready made Panacea for all the problems of pensions 
and retirements. I have tried to point out the differences 
that exist in certain pensions and retirement plans. If I 
have made you realize that older workers and pensions go 
hand in hand together and should not be looked upon with 
suspicion, this treatment haa be&n of value. 
* 17 pg. 16 
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VI. ABSENTEEISM 
I. A COMPARISON OF DIFFERENT AGE GROUPS 
Although this report deals basically with the prob-
lem of male workers, a comparison of the two sex groups within 
t he various age groups has proved enlightening. To anticipate 
and prevent any misunderstanding about the wor(l "Ab~enteeism" 
we will state now that absenteeism encompasses all time taken 
off by employees excluding vacations and holidays. 
These groups have been divided into three age group• 
ings: those in the 18 to 25 year age bracket; those in the 
26-45 year bracket and those 46 years of age and older. 
From investigations and reports of 34 companies, it 
is a certainty that the 18 to 25 year age group is the most 
guilty of absente~ism. Within this group the question to be 
answered was whether or not the male group or females were more 
guilty. The answer to this question depended mainly upon the 
policy of an individual company in regards to allowing females 
one day a month sick leave for personal reasons. In those 
companies that allowed women one day a month sick leave for 
personal reasons, we find that women were absent on an average 
of fourteen (14) working days a year. In those companies that 
did not recognize a policy of allowing women one day a month 
sick leave the average absenteeism rate was reduced to an aver-
age of eight (8) days a year. The men in this age group were 
absent on an average of nine days a year. 
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One point further that should be stressed was that 
those people, both male and female, eighteen through twenty 
years of age had more absences a year than those in the higher 
age bracket of the same group. 
The results of the investigation into the absences 
of workers in the twenty-six (26) to forty-five (45) year age 
group showed one similarity to the younger age group previous-
ly mentioned viz: In those companies allowing women one (1) 
day a month sick leave the average absence for women was higher 
than those companies without this one day sick leave allowance. 
Howewer, the absentee rates of both groups of women were below 
those of the younger age group being ten (10) days and seven 
(7) days respectively. In the male group we find that men 
were absent from work on the average of six and one-half (6!) 
days per year which was an average of two and one-half (2!) 
days less per year than their younger constituents. 
We now come to that age group sometimes referred to 
as ~the , · older people"; those people over forty-five {45) years 
of age. On investi@ation we find that the men in this group 
average six (6) days absence a year on one (1) day less than 
the next younger group and three and one-half (3!) days less 
than the youngest group. 
The women in this age bracket wo~king for companies 
who do not allow one day a month sick leave average six (6) 
days a year absence or one (1) day a year less than their 
younger constituents and two and one-half (2}) days less on 
...::t 
co 
TABLE XIV 
ABSENTEEISM IN MANUFACTURING INDUSTRIES 
. BY AGE GROUPS AND SEX 
1~7 
18 ... 25 year 26 ... 45 year 45 plus years 
Age Group Age Group Age Group 
Male Fem. Fem.l Male Fem. Fem .. l Male Fem. 
Total Days 
8t 6i 5i Absent Per Year 9 14 7 10 6 
.Frequency Rate 7 7 12 5 5 7 2i 3 
Aver. Duration 2 
or each Absence 1.29 1.21 1.17 1.30 1.40 11143 2.20 2.00 
1. Females working for companies allowing one (1) day a month ~ick leave. 
2. These figures obtained by dividing Total Days Absent per year by the 
Frequency Rate. 
SOURCE: Data Compiled from 34 or the Answering 47 Companies Which Returned 
Questionnaires Sent Out by the writer. 
Fem.l 
8! 
3 
2.83 
the average than the youngest workers, those in the 18-25 
year group. 
These older women who work in those companies 
allowi ng the one day a month sick leave show on the average 
an absence rate of eight and one-half days absence a year 
which is exactly one and one-half (1~) days less than their 
younger sisters and a large five and one-half {5~) days less 
than the youngest group. 
By reference to Table #Xlf on the preceding page, 
we will readily ascertain certain facts. As people get older 
we recognize that their attendance at work improves. Also, 
we see that these same workers have a lower frequency rate 
which represents the number of times absent making no mention 
of days per each absence. Finally we see that as workers get 
older, although they take less time off and have lower fre-
quency rates, still the duration of these absences average 
higher than the younger workers. 
To further corroborate these facts, let us look 
to the Table on the following page which was published in the 
Monthly Labor Review dated July, 1948. As has been previous-
ly noted, you will see that once again the older worker shows 
a better record on absenteeism. 
In the succeeding sections we will delve further 
into these facts and try to explain some of the reasons for 
them. 
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1. 
TABLE XV 
WORK ABSENTEE RATES .IN MANUFACTURING INIUSTRIES 
BY AGE GROUF 
1945 
Age Groups Absentee Rate 1 
Under 20 5.5 
20 
- 24 4.9 
~25 - 44 3·1 
45 - 64 3.1 
65 - 74 3.3 
No. or days lost per 100 work days. 
SOURCE: Data Compiled .from Table found in Monthly 
Labor Review July, 1948 titled ''Work Injury 
and Absenteeism Rates in Manufacturing 
Industries by Age Group 1945". 
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In speaking to Mr. Joseph Ulrich of The Sumner 
Williams Company of East Boston, he had the following to say 
relative to absenteeism. "Although the young group has the 
poorest attendance record I believe that we should disting-
uish between job classifications. I find that the young 
people who are doing unskilled work have the poorest record 
relauive to attendance whereas the young people who are 
performing skilled operatione or, are working towards the 
day they become craftsmen have a good attendance record. 
The young people doing unskilled work either 
through choice or lack of education seem to lack a sense 
of responsibility. They will take time off to go to t h e 
beach, ball games etc. They will take time off to inves t i-
gate another similar job a friend might mention to them 
that is paying two dollars a week more. They are always 
interested in extra money provided they do not have to do 
more work or assuma any responsibi l ity. 
The young people who are skilled apprentices 
or the unskilled who are working towards becoming appr entices 
have a good attendance record compared to their young 
co-workers. They have a goal in life and, realizing that 
the world does not owe them a living, work hard towar ds 
accomplishment. 
Insofar as the middle age and older workers are 
concerned their attendance generally speaking is very good." ~~ 
* 20 
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2. REASONS ADVANCED FOR ABSENTEE RATES 
Several explanations have been advanced to explain 
the reasons behind the facts that as people get older ·their 
work attendance improves. Let us look at some of them. 
To explain away the large number of days taken off 
by the young people (18-25) years may be answered in general 
by oft quoted (but misguided) statement of parents, "they 
are only children once, let them enjoy themselves". It ap-
pears that this young group of workers do not know, have or 
acknowledge any re~ponsibility whatsoever. It is this lack 
of responsibility that encourages them to take days off for 
strictly pleasure. From several written answers to my ques-
tionnaires sent to industrial firms, and verbal inquiries, 
it appears that most mbsences in this group take place in 
the summer months when outdoor sports are most engaged in. 
Recognizing this indifference to responsibility, 
what can industry do about it. There are several solutions 
possibly and I will mention a few. 
One solution may be to lay off people for chronic 
absenteeism. This is done by several companies. However, we 
must recognize the fact that young people do get sick and to 
punish them for it would not be a good policy. The answer 
may be to keep close scrutiny not only on total days absent 
but also on the individual frequency rates. This observation 
would indicate those who take a day or two off frequently 
and those who are off for four and five days at a time and 
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who, it would seem indicate, were out of work due to sickness. 
some companies employ methods of rewarding those with 
good attendance. A Christmas bonus or extended vacations are 
two types of rewards. This is one way of possibly lowering 
absenteeism but will it work on the very young people who are 
most prone to taking days off. Possibly it wlll, but the other 
side of the picture is this~ Will the lure of an extra bonus 
at Christmas time cause older workers, who have dependents, 
to go to work on days when they are not well and thus possibly 
impair their health for a longer period of time. I don't be-
lieve that there is any one answer to the problem of reducing 
absenteeism. A combination of several may be the answer, but 
heed the pitfalls such as the ones previously mentioned. 
Now let us look at the next group of workers, those 
in the 26 to 45 years age bracket. This group shows an 1m~ 
provement over their younger co-workers. 
Why the improvement! Nobody has ever been able to 
definitely ascertain the answer. But, of course, there are 
several possible reasons. 
The first and apparently the most logical reason is 
that this age group represents the newly married persons on up 
to the parents of families. This is the era of responsibility. 
These days a large percentage of newly weds buy a 
new home within three years of their marriage. These people 
usually can't afford to forfeit a days wages and thus their 
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periods of absence usually coincide with their periods of 
aicknesl!. 
Now let us look at those individuals in the top 
half of the age group we are considering. They now are 
parents of two or three children. Their thoughts are for 
new clothes for Easter, Christmas gifts, savings accounts 
for the children's education etc. These people have a 
purpose in life. The irresponsible attitude of youth is 
gone. Determination has replaced it. Days of absence mean 
sickness, not an extra day at the beach and the like. Days 
off for frivolity are now a luxury item in the budget. 
Finally we come to the older worker, that is the 
one who is over forty-five (45) years of age. What is it 
that eauses him or her to be absent .from work. Usually it 
is sickness. 
Let us look first to the female group. Why do they 
work? Frequently older women work because they are widows, 
spinsters or are supporting invalid husbands. This group is 
working out of necessity. It is not usually for the luxuries 
of life that they are working but rather do they work to 
obtain security for themselves and/or dependenta now and for 
later years. 
What is the driving force behind the men? What 
keeps these "Old Men" working with less days off per year 
than the younger people? <:) What allows them to set the low 
record for absences? There are several answers, a few of 
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which we will discuss briefly. 
This older man is still a few years away, possi-
bly, from seeing his son or daughter graduated from college. 
"One more year and he will be self supporting" says the 
father with a sigh of relief. The years are flying by now 
and he realizes that with all the sacrifices he has made 
for his children, he has been able to save but a small 
amount towards that retirement cottage for himself and hie 
wife. Needless absence on his part places him further 
from his dream of that little cottage in the pines. Senti-
ment? No, just a desire for some rest after having given 
the greatest percentage of his life to industry. 
Then too, this older worker realizes that jobs 
for men his age are scarce. Some of his friends have been 
laid off as a result of production cutbacks. He has seen 
the difficulty that they experienced in obtaining new jobs. 
The accent today is on youth be it justified or not. 
What then is it that spurs the older worker on, 
with less days lost to industry than the younger generation? 
It is his hopes for his children, his dreams of retirement 
with sufficient funds and his fear of layoff and the inevi-
table battle to locate another job in his "old" Age. 
3. FREQUENCY VERSUS DURATION 
Possibly the most important figures to a Personnel 
Department, relative to the absentee problem, are the Fre-
quency and Duration R~tes. From perusing these figures a 
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company may draw a quick { and accurate ) conclusion as to 
which group of employees are .the most dependable. 
By definition dependable means "worthy of being 
depended on; -trustworthy, reliable". Looking at Table #XIV 
in the first part of the chapter one will readily ~ee which 
group is most reliable. It is the older workers. 
Let us look at the Frequency and Duration rates 
of the various groups, considering only the male group. 
The frequency rate ·· is significant in that it tells you on 
how many different occasions throughout the year you may 
expect certain groups to be absent. Looking at the young-
est men, those whose ages are from eighteen (18) to twenty-
five (25) years, you will ascertain that on seven different 
occasions they will be out of work. What doe~ this do to 
production, quality etc?- The answer is obviou~. On the~e 
seven different occasions men will have to be moved, possi-
bly from jobs they are more skilled in, to handle the job 
for a short time, 1.3 days on the average. (See Average 
Duration Rate). This means that men frequently move to 
other jobs for a short time and thus never have a chance to 
become even partially adept in the job. 
Now let us pass over the twenty-six (26) to forty-
five (45) years of age group and concentrate on our "Old 
Workers". How do they compare with their younger co-worker~. 
Let us lo.ok first to the Frequency Rate. We see that on only 
two and one-half (2!¥ different occa~ions will they be absent 
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as compared to seven for the ''youngsters''. Thus other wor-
kers will be called upon to perform new duties, in which 
they are unskilled, approximately two and one-half (2i ) times 
a. year or about one-third the number of time!!'! compared . to the 
youngest group. Also since absences average 2.2 days, those 
substituting have a better chance of learning the fundamentals 
of the job than do those workers filling in for 1.3 days for 
the younger workers. By way of repetition, I would like to 
note once again the value of a Table, such as Table ,XIV, to 
personnel directors. Proper use and alertness in keeping it 
up to date will highlight any radical change in the number of 
absentees and comparative rates. Early cognizance of a trend 
in absenteeism, either up or down, will allow one the opportu-
nity of observing the cause!!'! at their inception rather than 
when the facts become a matter of history. 
To further corroborate the fact that absenteeism 
* is a problem of utmost importance, a survey, made in the 
last few years, of companies employing more than one thousand 
(1000) people had what I consider a startling result. Al-
though these companies were queried about older workers and 
their quality and quantity of work etc. with no reference 
whatsoever to absenteeism, still 16% (26) of the answering 
companies added information to the q~estionnaires concerning 
absentee problems. (Twenty-two (22) of these twenty-six (26) 
companies stated that the older workers had better absentee 
records than the younger workers). 
*1 Pg. 196 
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VII. PRODUCTION OF OLDER WORKERS 
1. QUANTITY OF PRODUCTION, QUALITY OF PRODUCTION 
Today one of the frequent charges levelled against 
the older worker i~ that he (or she) cannot produce as much 
as the young worker. 
In a study made by the Bureau of Employment Secur-
* ity which covered seven (7) cities from coast to coast, 
reasons given for not hiring older workers were ranked in 
order of number of times given. "Cannot Maintain Normal 
Froduction Standards" ranked as number one in a list of 
nine (9) given. This reason ~s cited exactly 1208 times 
for a total of 22.4%. 
The question that must be asked ie "Are these 
figures based on fact; Did these companies use statistics 
when citing this reason for their reluctance to hire older 
workers or were they victims of subjective emotions when 
they cited this reason? 
The study made no reference as to the ba.sis used 
for establishing the reasons but chances exist the companies 
were not objective in their answers. 
In previous chapters I have made reference to 
Questionnaires which I sent to 218 Industrial concerns re-
questing information relative to the problems of older workers. 
The results of these answers will be found on the 
Table on the following page. 
Looking at this table we see that those workers 
* 19 pg. 39 
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TABLE XVI 
QUANTITY AND QUALITY OF PRODUCTION BY AGE GROUPS 
.. AGE GROUPS 
Production 18 ... 25 yrs. 26-45 yrs. 46 and over 
Quantity of: 
Exc ellent 11 28 8 
Good 20 15 28 
Fair 10 -- 7 
Poor 6 
-- 4 
_:Quali t y of: 
Exc ellent 5 19 42 
Good 9 22 5 
Fair 20 4 --
Poor 13 2 --
SOURCE: Results of answers by 47 companies answering 
Questionnaires sent to 217 industrial concerns -
either in the Electronic or allied fields. 
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between the ages of 26 and 45 years appe&r to be the best in 
quantity of production with the older workers placing second 
behind them and the youngest workers placing third slightly 
behind the oldsters. 
When we look to the "Quality of production there 
is no question as to which group is considered the best. 
The age group 46 and over lead by a substantial margin. 
Now I will ask a question similar to that I asked 
earlier in the chapter. "Are these figures based on fact: 
Did these companies use statistics or were they victims of 
subjective emotions when answering"? 
Whether these companies used actual facts in an-
swering these questions, I have no way of knowing. Thus the 
storm still rages relative to quantity of productivity al-
though quality of production seems to be rarely challenged 
since it appears that the older workers always prove superior 
in quality. 
Now let us look for more information on the subject 
Let us quote from a survey made in 1951 by the National 
Association of Ma.nuf'acturers, "Through a study of more than 
3,000 companies employing over three million ~ople, (we find 
that) 93 per cent of these firms reported that workers 40 
* and older were equal to or superior to younger workers". 
Again let us quote. from work done by researcher3 r 
from Temple University who queried 97 Pennsylvania companies 
* 5 pg. 7 
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employing 1,000 or more workers each. "On quantity of 
production, more than 60 per cent of these firms rated 
their older employees as average or above average. On 
quality of production, workers over 45 went even further 
into the lead. More than 90 per cent of these companies 
said that older men turned out finer work, had far lower 
* spoilage rates and far fewer rejects". 
Now let us look at the results of a survey made 
of footwear plants and furniture plants by the United 
States Department of Labor. The results of this study , 
in graph form, are to be found in the chart on the follow-
ing page. 
This chart shows the fallacy behind the blanket 
statement that older men cannot produce as much as the 
younger men. 
On inspection we see that 44 per cent of the men 
in footwear plants in the age group of 45-54 had an output 
per man-hour greater than the average of the 35-44 ~ge group. 
What are we to infer from this chart and other in-
formation previously cited~ Are we to say as a resul t that 
older workers always out produce younger men? There is only 
one inference that should be taken from this chart and for 
that inference I would like to quote from a conversation I 
had with a Director of Industrial Relations. "Regarding 
productivity relative to the younger man versus the older 
man, I say that calenda~ years will tell you nothing. I 
~} 5 pg. 7 
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SOURCE: United States Department of Labor ~ Bureau of Labor Statistics 
"Comparative Job Performance by Age" Bulletin 1223 Nov. 1957 
have seen men at 60 years of age who are young and I have 
seen men at 35 years of age who are old. Chronological age 
tells you nothing. Each person must be judged individually".* 
In conclusion of this eection, I will quote from 
the findings of the Bureau of Labor Statistics which is re-
sponsible for the Chart just cited. 
"----There is a wide range in output within each 
of the afe groups so that the output of' any given individual 
is likely to differ sharply · trom the average of his age 
group. Variations in the output per man-hour of persons in 
the same age group are greater than differences between the 
average output of different age brackets. Consequently, sub-
~tantial proportions of workers in older age groups perform 
better than the average for younger groups. As an illustra" 
tion, in the 45-54 age group 47 per cent of the women workers 
(in both the footwear and furniture plants) have higher pro-
ductivity than the average women workers in the 35-44 age 
group. This wide variability within age groups couple"d with 
the small differences between age group averages indicates 
that conclusions about individual performance- cannot be based 
** solely on chronological age". 
2. WORKER ATTITUDES - LOYALTY 
In the foregoing section we briefly discussed the 
quality status of work done by older workers. In the Table 
we saw that 42 of the 47 answering companies rated the older 
worker's quality of work as excellent. Further along we cited 
·:t- 21 
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other similar facts. 
Now let u~ look further into the ~ubject and enlarge 
upon ~ame attempting to discover why the quality or workman-
~hip is of the highest order when it come~ to older workers. 
Doe~ this supremacy in quality workmanship come 
from worker•~ attitude? 
In speaking to an officer of an industrial concern 
located in Boston. I received the following comment. "Regard-
ing quality I think that I must separate the unskilled from 
skilled labor. First let's discuss the unskilled help. As 
everyone is aware everyone likes to boast at lea~t a little 
about one's accomplishments. With the young fellows they 
need no sense of work accomplishment to boast about or for 
their own satisfaction. Usually they excel in some thing 
such as swimming, boating, boxing etc. But with the older 
man they usually have long since ceased to be great swimmers 
etc. They need something about which they can either boast 
about or at least have a personal sense of accomplishment. 
The result frequently is that even in repetitive 
type work the attitud~of the older worker result in his 
performing more efficiently than his younger co-workers to 
give him this feeling of accomplishment. 
As to skilled or craft type labor, the attitud~of 
all workers both young and old appear to be about equal •• The 
older man, through experience, has reached a high degree of 
proficiency which he continually works to retain; the younger 
man is continuously striving for perfection. 
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As to quality, the older man usually excels not 
only because of attitudes but because of his years of experi-
* ence". 
Let us look at the results of a survey made by a 
book publishing concern, Prentice Hall. Their survey covered 
a cross section of companies ranging in size from 100 to 50,000 
employees. The results are as follows: "Seventy-six per cent 
of these firms reported that general dependability was greater 
among the older men. Twenty-four per cent rate-d them as equal 
in dependability, and not a single company claimed that, in 
its experience, younger men deserved a better rating"• ** 
The results of a study by the National Association 
of Manufacturers found similar results in a study they made. 
"Nearly half of all the companies it surveyed gave older wor-
kers better ratings for their attitudes toward the job. And 
almost all of the rest could find no differnce between the old 
and the young. L~ss than one per cent thought that the atti-
tudes of older workers were poorer than those of their younger 
** employees". 
Now let us concern ourselves with another quality 
called "loyalty". We have all used the word in every day 
speech. But what is it's exact definition? Webster defines 
it as, "a feeling or sentiment (often strong or even enthusi-
astic) accompanying a sense of allegiance". 
A person who is loyal is by definition one who feels 
a close bond of friendship between himself and that to which 
*20 
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he is loyal to. 
Now how do the various age groups compare when 
that quality, loyalty, is used as a yardstick. The young 
group rates lowest, the middle age group (26-45) as good 
and the older workers as excellent. In the answers to 
my Questionnaires relative to the topic, 46 of the 47 
companies rated the older worker's loy~lty as excel-lent and 
one of them rated them good. 
The natural question is why is it that the young 
workers lack loyalty while the older worker has it in super 
abundance. I think that the reason is one's outlook at 
various stages of life. 
The young fellow works mainly for the pleasures 
his income will give him, a sports car, a boat etc. As he 
gets older it is a means of supporting a wife and children. 
As he grows even older he sees what his work in industry 
has allowed him. He has raised a family, owns a home, an 
automobile and a few of the pleasures of life. He in turn 
has contributed to industries growth. The company has 
grown over the years. There is a close bond of friendship 
mainly because of his friends at the company who represent 
the company, rather than the cold brick buil~ing. Dramatic? 
Nol I believe we have all felt this closeness to industry, 
even stronger, as years pass on. 
To do a good job is a challenge. And most of us 
will accept a challenge. Thus it is that as workers gro"r 
older their quality of work improves, their reliability 
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improves, in summary, their whole attitude to work improves. 
In the beginning it was a means of life, but as years pas~ 
on it becomes a way of life. 
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VIII. THOSE WHO KNOW 
One who has read the previous seven chapters might 
wonder now if anyone at all accepts these facts, for facts 
they are. The question is n fair one since it is logical to 
assume that someone most certainly must have arrived at the 
same conclusion previously that older workers might very well 
be a good investment. If someone has arrived at this conclu-
sion previously, what were the results. 
The following pages are devoted. to a few companies 
who have found that older workers are a good investment. 
These cases prove the point that there is one obvious differ-
ence between young men and old men - the calendar years. 
The first case is that of the "Simmons Company". 
Strange as it may seem the story was told in a two page ad-
vertisement found in the Saturday Evening Post, Feb. 24, 1940 
and re-recorded by Conrad Miller Gilbert, author of " We Over 
Forty". 
"Today, many a man's years hang heavy over his head. 
"Today one hears of men thrown on the scrap heap of 
industry merely because they happen to reach a certain birth-
day----45----50----55----60. 
"With this we take issue. 
"We, Simmons Company, believe there is no good 
reason why a man's age should be his cross. 
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nThe only time a man is too old to work for u~ is 
when he loses his interest in his daily life. 
"So nobody fears the year~ at Simmons. Nobody i~ 
haun ted by a birthday". 
IS THIS A RECORD? 
"Of all our factory employee~ in the United State~, 
more than half have been with us ten years or longer. 
"Nineteen of these have been with us forty year~. 
"One hundred and sixty-eight have been with u~ more 
than thirty year~. 
"Another 557 have been going it steadily more than 
twenty years. 
''And the final 1,604 have worked with us for at 
least a ten year period. 
"If, as they say, it takes ten years to make a 
craftsman, we're mighty fortunate, don't you thin~, to have 
so ma.ny around"? 
PEOPLE WHO DON'T HAVE TO WORRY MAKE BETTER GOODS 
"Why do we put ~o much stress on security? 
"Why do we also put so much stress on high wages? 
"The answer is simple. You can't make good goods 
unless you ha.ve good people working for you---under good con-
ditions-----and for good wages. 
"We believe this is one reason why Simmons is able 
to put more into its merchandise". * 
* 2 
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And now let us consider the Trundle Engineering Co. 
of Clevela.nd, Ohio. Again we will draw from Conrad Miller 
Gilberts studies. The following is a copy of a letter sent 
to Mr. Gilbert by Mr. George T. Trundle, president of the 
company. 
"We are consulting management engineers and have 
approximately one hundred seventy-five people in our organi-
zation. Only five of our engineers are under forty years of 
age. We employed a man of sixty-one yesterday. 
'"You may ask why. It is because of his experience 
over many years, and a review of his record proved that he 
had kept up to date on new developments as they came along. 
I have sometimes wondered what would have happened in our 
war program had we not called in the old experienced men to 
assist in the tralnlng of the younger men. My friends tell 
me I am for older men because I am getting old myself, but I 
assure you this is not the case. I started my business twenty-
five years ago this coming July. At that time I was thirty-
four years old. I adopted the policy at the beginning of em~ 
ploying no one under forty, for the reason that I felt as con-
sultants my men should be mature and have a good background 
of experience that would compare with the men in my clients' 
organizations. In the twenty-five years I have had no reason 
to change my mind". * 
This letter from George Trundle has been inserted 
here to show that although this book has dealt basically with 
* 2 Pg. 95-97 
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with the problems of' the "blue shirt" worker rather than the 
"white colle.r worker " the problem of' older workers exist for 
both classes whether they operate a lathe or sit at desks 4 
On the next two pages one will see further evidence 
of the value of older workers. Copies of these letters were 
sent to me by l"!r. .J . R. Rawlinson, Public Information Offi cer 1 
of Forty Plus Club of New York, Inc. 
Printers Ink Publishing Co. and I .B.l~ . ha ve at their 
disposal hundreds of personnel and sufficient monetaJ:>y budgets 
to investigate r and prove or disprove the claims against older 
-vwrkers. That these companies have proved that the claims 
against older men are without any solid foundation is obviou s 
since letters such as these would never emanate from a 
Presidents Office or the office of a Chairman of the Board . 
People who attain these heights have done so because of intel-
ligence and integrity. Certainly sentiment could not dict ate 
such letters but rather objec tive facts. 
Now we come to our last company case . It is the 
story of' t he Kerrigan Iron Works of Nashville, Tennessee . 
It is the story of faith. It is the story of the belief of 
a man in the ability of the aged. It is the story of a man 
imbued wi th christian principles and a believer in the Golden 
Rule. 
This company was founded in 1929 on a borrowed 
$1700.00 and two employees . Today this company does a 
$10,000,000 annual business wi th the greatest percentage of 
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PRINTERS' INK PUBLISHI~n COMPANY 
205 East 42nd Street, New York 17, New York 
C .B. Larrabee 
Chairman of the Board 
Hr. J. L. Rawlinson 
Public Relations 
Forty Plus Club of New York, Inc. 
220 Broadway 
New York 38, N. Y. 
Dear Mr. Ra\-rlinson: 
January 19, 1955 
For many years I have felt that any organization 
needs the maturity and judgment that comes with experience. 
And experience is something you buy not with dollars but 
with years. 
In our own company on several occasions we have 
hired men who were considered by many to be far beyond the 
age of usefulness. One man, an outstanding scholar, has 
been a useful member of our editorial department for a 
nQmber of years . His vast knowledge and splendid judgment 
have been of great value particularly to our younger editors. 
For a number of years in our production department 
we had an older man who, until his retirement, performed ex-
cellent services for us. He had a wide knowledge of the 
field which could have been gained only by experience. 
And I would like to make one last observation. Age 
in years is not a sure indicator of age of mental processes. 
I have noticed that an occasion the oldsters are even more 
aggressive and creative in their thinking than some of the 
youngsters. 
Sincerely yours, 
CBIJ :EH c. B. Larrabee 
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INTERNATIONAL BUSINESS MACHINES CORPORATION 
590 Madison Avenue 
New York 22, N.Y. 
Office of 
The Presiden:t 
Hr ~ J. L. Rawlinson 
Forty Plus Club of New York, Inc. 
220 Broadway 
New York 38, New York 
Dear Mr. Rawlinson: 
February 16, 1955 
In reply to your request for a statement relative 
to the older worker, I am delighted to say that this employee 
has always been a most valuable asset at I .B.H. His years 
of experience, specialized skills, and knowledge of product 
and procedures have been of vital importance in the successful 
operation of our plants, branch offices and home office, es-
pecially in these past 10 years when cur personnel has more 
than doubled and our gross income increased more than three 
times. 
Yet. perhaps, the most outstanding feature of these 
workers, as I assess them, is their loyalty and sincerity. 
They have set not only a fine example for our younger employ-
ees, but have instilled a spirit of cooperation into everyone 
and everything we do. 
Thank you for your interest in I.B.M., and I would 
like to take this opportunity .to wish you every success with 
your article. 
Sincerely yours, 
TJW/jmc T. J. Watson, Jr. 
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the 500 employees old in calendar years. This story might 
well be called "The Miracle of the Aged". 
II Suppose you should visit the Kerrigan Iron ~vorks 
at Nashville, along about whistle blowing time. You would 
find entering the plant for the day's work one of the most 
unusual labor forces this side of free enterprise. You 
would see old me~, young men, foreigners who don't yet know 
our language, handicapped persons, Latvians, East Germans, 
and Hungarian Refugees as well as Americans. In short you 
would discover a personnel that knows no distinction as to 
age, race, nationality, religion, sex or previous condition 
of servitude. 
It's a labor policy upon which Philip Kerrigan 
started from scratch and built his enterprise to a present 
$10 million - a - year operation and a 500 employee payroll. 
He started this growing industry in 1929 in an old saloon 
building originally known as "Tre Bucket of ·Blood". He began 
with $1700. worth of borrowed capital and two employees. 
Beginning as a designer and ~oducer of hand-wrought 
grill work, ¥~. Kerrigan's business eventually evolved into 
an iron works industry of widespread dimensions. Although 
·starting at the beginning of the Depression, Philip paid 
back within six months the $1700. with which he launched this 
enterprise. 
By 1939 his business had grown through 10 years of 
Depression to a $900,000. - a - year volume and a payroll of 
40. More than 30 of the 1939 employees are still with him, 
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and everyone of them holds a supervisory position. "It is 
my policy, he told me, to hire competent men and women who · 
have been turned down or retired by other industries because 
of age. They give me a loyalty I can't find anywhere else". 
"These older employees take greater pride in their 
work. There is less absenteeism among them. If one of my 
men has previously been retired by an age-conscious employer 
from the same kind of work he finds with us, I feel that he 
has already acquired the experience he·, needs. We don't have 
to spend so much time training him." 
Mr. Kerrigan doesn't ascribe his business ~owth 
to any particular labor policy or operational practice. He 
says it is merely the result of applying Christian principles 
to business management, and his employee relations are an 
expression of that policy. He is very religious, a devout 
Catholic. His religious convictions are given expression 
not only in dealing with his workers, but in all public 
relations. 
Take for example, the 57 year old applicant who 
came to Kerrigan Iron Works in 1954. He had had several 
years' valuable experience as an engineer, both in a paper 
mill and an electrical manufacturing plant. He was a graduate 
of a famous university. Since retirement from his list posi-
tion he had been pounding the pavement, taking one menial 
job after a nether, trying to earn enough to eat. After 
sweeping floors, rustling crates, and doing other unskilled 
work, he heard of Kerrigan's no discrimination policy and 
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put in his application. He is now 60 giving splendid service 
and advancing steadily at a higher salary than he ever earned 
before. 
Last January, another engineer who had formerly 
held a good position with a paper mill filed his application 
with Kerrigan• s personnel manager N. C. Beehan. He ws.s not 
only an immigrant (from Sweden) but 70 years old. Other 
American employers had turned thumbs down on him because of 
his age. He was still in good health, so Beahan took him on. 
"He has exceptional ability" says Illfr. Beeha.n, "and his former 
experience is worth a lot to us. In fact he is giving such 
a good account of himself, other manufacturing plants P~ve 
shown a hankering to take him away from us. But, he is con-
tented to stay where he is". 
Mr. Kerrigan gives employee benefits that are 
standard with many industries such as health insurance, 
vaca tiona with pay, and so forth. But he go.es well beyond 
these in individual concern for his workers. He has helped 
many a worker out of a bad debt situation by lending him 
money without interest. He has occasionally helped an em-
ployee save his home when payment fell behind. He boasts 
that 75 per cent of his 500 employees own their own homes. 
Ament the employees enjoying this personal attention 
are not only established Americans, but recent i mmigrants 
and refugees from many com.."Tlunist dominated countries. One of' 
these is a i-Iorld War II Yugoslavian army officer. 
Some years s.fter the war he came to this country. 
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'His foreign background not only made it difficult for him to 
find the kind of engineering job for which he was trained, but 
a 40th birthday made it still harder. Having a wife and two 
children, he worked at starvation pay on many Qnski1led jobs. 
Since Kerrigan Iron Works employed him two years ago, he has 
had one promotion after another and is enjoying the best 
standard of living he ever knew--at a nice profit to Kerrigan. 
Kerrigan Iron Works now produces a variety of iron 
and steel products that are shipped to all parts of the world. 
Among other thing!, it is the largest producer of open steel 
flooring in America. 
In addition to older workers, Mr. Kerrigan has ex-
tended his Golden Rule policy to handicapped men and women 
whose disabilities do not interfere with the quality of 
work required in the job. One such employee had been badly 
crippled by polio. He started as a blueprint boy, and !loon 
became one of the best draftsmen on the payroll. After 
wor king for some time in this capacity, trouble struck again 
and he had to stop working to fight a tuberculosis ailment. 
Ee ha! now been off the job 18 months but the ailment has 
been arrested. Kerrigan loaned him enough money without in-
terest, to tide him over the worst of his trouble. The Boss 
mail! him a present at Christmas with a letter telling him 
* the job will be awaiting him on hi!! return". 
The stories of these companies, from an advertisement, 
from letters and from a history prove that given a chance old 
·:t-9 pgs. 30-32 
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men are equal to, or frequently superior to, their younger 
co -workers. They tell the story of companies who realize 
that you can't buy experience in young men. They are the 
stories of profit making companies, not philanthropic asso-
ciations, who realized the profits and advantages to be 
gained in the hiring of experienced workers. 
Simmons Company, Trundle Engineering Company, 
Printers Ink, I.B.M., Kerrigan's I~on Works - They are part 
of a pioneering movement, and like the pioneers of old they 
will be the first to reap the rewa~ds .• 
ll4 
IX • SUMMARY 
In the first chapter of the book we discussed the 
population trends of this country showing an ever increasing 
populace. The purpose of it was to show how the problems of 
today relative to employer reluctance to hire older workers 
may be magnified to a larger degree as the number of older 
workers also increased. However, we also pointed out that 
the percentage relationship of this group to other groups 
remained approximately the same. Thus, if we solved this 
problem in the next few years, then as -this populace increas-
ed we would find less troubles facing the older worker. But 
if this reluctance to hire older workers continued even 
though percentage rel~ionships stayed fairly constant, the 
number of workers suffering hardships would sharply increase. 
Further in the chapter we discussed those over 65 
years of age. Even on pensions, frequently they represented 
a drain on personal savings to help pay hospttal and medical 
bills and the like. To alleviate any fear of those people 
who prophesy a dim future because of the total increase in 
populace, especially elderly people, we pointed out another 
pertinent fact. Whereas in the year 1890, 100 active workers 
supported 189 dependents, in the year 1956 there were only 
142 dependents for every 100 workers. Using projected fdg-
ures we find that by 1975 every 100 workers will support 
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between 116 and 126 dependents. As explained, the reason for 
this trend is caused by the fact that family size is smaller 
and that more and more wives are working. 
Finally, we .P91nted out that although those people 
over 65 were increasing at an increasing rate our Gross Na-
tional Product wa.s incre.asing at a faster rate which would 
allow us to retire them, sa.y in 1975, using about 6% - 7% of 
this Gross National Product. To do the same thing today with 
so many less old people would surprisingly enough cost us more, 
perhaps 2% - 3% more. Thus we see that our productive facili-
ties and capabilities are growing rapidly, so rapidly that as 
time goes by it will take less of our Gross National FToduct 
to support a larger number of people over 65 years of age. 
Now we discuss specific charges that are placed as 
obstacles to hiring older workers. We discuss the charge 
that older workers cause Group Accident and Health Insurance 
rates to rise. Here we mentioned the fact that in specific 
cases older workers may cause an increase in rates just as 
well as a young man. 
Our first point of issue was that of accidents. We 
saw that generally speaking older men had less accidents on 
the average than the younger workers. Thus if anything, the 
older men would tend to keep rates down. However, we must re-
member that although older workers usually have lea~ · accidents, 
their convalescence is usually of a longer duration than the 
younger men. In this case, a rise in rates may happen. The 
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over-all picture is that less accidents and longer convales-
cence seem to possibly balance out with the younger workers 
higher accident frequency and corresponding shorter convales-
cence time. 
We then went into a discussion of an average young 
worker, his wife and children. We endeavored to describe an 
average family with its sicknesses etc. compared to an older 
worker whose family was grown and no longer considered as 
dependents. The results indicated that the younger worker 
cost the insurance companies more money than the older worker. 
The inevitable conclusion was that companies may be 
able to point to a certain employee and prove that he has 
cost the insurance company several hundreds of dollars, but 
for them to draw general conclusions because of a specific 
incident.was both unnecessary and certainly erroneous. To use 
this line of reasoning one could prove that some specific 
group, either young or old, was responsible for increased in-
surance rates. 
In the chapter on Workmen's Compensation, we explain-
ed the history behind this coverage. Some of the actual work-
ings and configurations of rate making were also discussed. 
This close inspection of Workmen's Compensation was deemed ne-
cessary since it was felt that although everyone knew that it 
existed, very few ~ew how it functioned or under what condi-
tions payments were made. 
This chapter showed that premiums paid for Workmen's 
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Compensation was determined by the accident history of the 
firm and the type of industry that was to be covered. A high 
a ccident history in a dangerous occupation such as logging, 
explosives etc. necessitated high premium payments. Converse-
ly, a low accident history of an office operation such as an 
insurance company, called for a very low premium payment. 
Here again, as in the previous chapter, we showed 
that from various studies conducted, the older worker was in-
volved in less accidents than the younger worker and in less 
disabling accidents than the younger worker. 
In conclusion, we quoted the late Mr. Senior, who, 
at the time, was General Manager of the Compensation Insurance 
Rating Board of the state of New York. He said that a great 
many factors were considered in establishing rates, but that 
age definitely was not conside~ed. 
In chapter IV we investigated the charge that by 
hiring older workers the cost of Group Life Insurance in-
creased. 
In the first section we discussed various aspects 
of group life insurance. We discussed various plans, their 
coverage after age 65 and method of payment for retired em-
ployees. From this discussion we arrived at the conclusion 
that a typical Group Insurance plan embraced the following 
characteristics viz. that the plan: 1. Is not effected by 
years of service. 2. Covers the worker during his retire~ 
ment. 3. Does not require a retired employee to pay any 
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premiums and finally 4• The dollar coverage decrease over a 
period of years after age 65 to some predetermined minimum 
dollar value. 
Next, the cost of this insurance was discussed. A 
table pointedly showed that costs of insurance steadily de-
creased for all ages from the year 1911 to the year 1953. 
This was attributed to s~ factors, as longer life expectan-
cy, better accounting and cost controls and the introduction 
of new control systems such as I.B.M. etc. 
The discussionr then went into the subject at hand, 
specifically whether or not the hiring of older workers in-
creased the cost of insurance. 
On the surface it appears that the hiring of older 
men does increase the cost. On further consideration it is 
realized that when an older owrker is hired, frequently a 
younger worker is hired so that a balance is maintained, or 
possibly a very old worker leaves, dies, or .retires and the 
cost is effected in a downward trend. An example of a rela-
tively small company shows the effect on the rate when a young 
or middle aged person is hired. In a small company the ~ffect 
is readily seen. In a large company the hiring of a very 
young or very old worker has but an infinitesimal effect. The 
real criteria for the cost of Group Life Insurance is based 
on the average age of the group. If this average age increases, 
so will cost. From a study made by a Committee on the Older 
Worker appointed by the Secretary of Labor, it is found that 
119 
the average age of a company remains relative stable by a 
balance of old and young workers and as a result the insurance 
costs also remain relatively stable. 
The next charge to be investigated was the one that 
stated that old workers forced pension costs to rise. Here 
again, on the surface, the charge appears to be true. But, 
further investigation shows this charge to be untrue also. 
If a company was expected to retire a man hired at age 50 
with the same benefits as a man hired at age 30, then the 
charge would be justifiable, but no reasonable person would 
expect this equality. A man who has devoted most of his life 
to one company is certainly deserving of a larger pension 
than one with but a few years service in comparison. 
It was suggested that a company who felt that they 
may be criticized for giving different pensions to employees 
based on service, advertise their reasons and basis for such 
a move. Once the populace realized the facts, such a com-
pany willing to employ older people would be appreciated by 
all and not subject to scorn by an uninformed citizenry. 
The subject of vesting privileges was next discuss-
ed. This privilege allowed an employee to move from one com-
pany to another carrying his full pension privileges. This 
vesting, although not fully accepted by all industries, makes 
it easier for older workers to move from one company t o an-
other. 
Several objections to vesting were mentioned, but 
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will not be repeated here except for one. The biggest 
apparent obstacle to it is the cost and complexity to ad-
minister the program especially if it encompasses various 
industries. The argument based on complexity is not valid 
since O.A.S.I. covers unrelated industries and functions 
to everyone's satisfaction. The argument on cost to admin-
ister the program may or may not be valid. As has been 
pointed out, a few years back a two week paid vacation, a 
40 hour work week, etc. were considered impossible because 
of prohibitive costa. Today, these things are in effect; 
they have proven to be feasibl~. 
In view of the facts it was shown that the h i ring 
of older employees did not increase pension coats since no 
one expected, or should expect, a company to retire all em-
ployees at the same pension regardless of years of service. 
The vesting ~ ivilege, if extended to all industries, shows 
the way to equality of pensions of men working for the same 
number of years in related or unrelated industries. How 
rapidly vesting will be accepted, if at all, is only a mat-
ter of conjecture. 
In Chapter VI, the problem of absenteeism is dis-
cussed. Contrary to the char ges asserting that the older 
man was absent more days than the young workers, it was 
found that as people grew older they were absent from work 
less and less. The irresponsible attitude of youth and the 
responsibilities of older workers with families indicated 
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the reasons for this fact. 
In addition to total days absent, the frequency of 
absences (number of times absent) was also pointed out. And 
again the older workers had a better record than the younger 
age groups • . 
In essence, as a person grew older he acquired re-
sponsibilities such as a family and recognizing them worked 
hard to protect them. 
In regards to the young workers, responsibility of 
&ny type was seldom placed on their shoulders and, accor ding 
to natural reactions, they did not seek it or feel it. As a 
result their absentee records were usually the worst. 
The argument that is advanced most frequently for 
refusal to hire older workers is "Produc.tion". 
It is claimed that the older workers can't keep 
pace with the younger workers. In certain specific cases, 
every one will admit, the statement may be true. But again 
to draw general conclusions from a specific instance is not 
very logical. 
Studies made by the National Association of Manu-
facturers, Temple University and the United States Depart-
ment of Labor all show that the greatest percentage o:f c om-
panies rate the older worker as equal to or superior to 
younger workers. When the subject of quality if mentioned, 
approximately 99% of the companies rated the older worker 
as superior. 
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When the subject of loyalty is mentioned, the 
older worker ·is again rated superior. With qualities such as 
these, a company should consider themselves fortunate to hire 
such a man. 
Lest anyone feel that this discussion is atternpttng 
to show that a company should hire older men only, let me 
say that this is not the point of the chapter. This discus-
sion is to point out one basic fact and that is no one should 
hire people on a basis of :chronological age a lone. Many a man 
at 40 years of age is old, and many a man of 60 years is young. 
Each one should be judged solely on his merits alone and not 
on his calendar years. 
Chapter VIII is devoted to· case histories naming 
companies that do not discriminate against older workers and 
frequently build their business around them. 
Companies such as the Simmons Company, Printer Ink 
Publishing Co., I. B~ M. Corp. etc. show the value of older 
workers to a company 1 s progress. 
These histories were mentioned to prove that older 
workers, not only in theory, but in fact, are good invest-
mentse 
As the late Henry Ford stated, "If we were to take 
the experience and judgment of men over fifty out of this 
world, there would not be enough left to run it". 
~~2 pg. 16 
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